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ABSTRACT
Today there is a considerable amount of literature documenting the
gender oppression of women in the American workforce, including academia.
Unfortunately, this results in an insignificant amount of literature available that
narrates the successes of the few women who have navigated the labyrinth of
academia and served as a President or Chancellor of a 4-year, public university.
This study will help bridge the literature gap by sharing the exploits of four elite
women who overcame barriers created through university policy and procedures,
historical academe culture, and genderism.
A narrative analysis methodology was used to examine the ideology of
leadership within higher education through a gendered lens. Four women
currently serving in the capacity of a public university President or Chancellor
shared their personal stories of how each managed her many intersecting
identities as a woman, while also climbing the academic ladder in an effort to
help document and overcome the underrepresentation of women phenomenon in
higher education. The narratives captured symbolize a step towards parity for
women currently in the pipeline of all senior administrative roles within higher
education.
The theoretical framework employed for this study was the theory of
intersectionality which was utilized in this study to learn how four women
successfully navigated their intersecting identities while continuing to advance
their administrative careers in higher education.
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CHAPTER ONE
INTRODUCTION

Background
Leadership has predominantly been a male prerogative in corporate,
political, military, and other sectors of society (Eagly & Karau, 2002, p. 573). This
ideology of leadership fed the ideology of higher education being limited to men
during the first 150 years of American history since only men could become
lawyers, and clergy (Berg, 2020). As a result, colonial American women resigned
to marrying at younger ages than European women, and understood their
primary role to be that of a housewife and child bearer (Berg, 2020). Ultimately,
college was traditionally reserved as a place for White men from wealthy families,
and college administration became a profession dominated by these now
educated White men (Glazer-Raymo, 2008).
Literature on women and academia consistently demonstrates how higher
education was organized along masculinist lines, and discriminated against and
marginalized women (Skelton, 2005). Although many literature articles attest to
the high rate of women attending colleges and universities since the 1970s
(Wolfinger, Mason & Goulden, 2008, Turner, Norwood, & Noe, 2013), women’s
equality in U.S. higher education remains under-represented at influential roles
within higher education (Alcade & Subramaniam, 2020). It is true that some
barriers which altogether blocked women from becoming leaders in higher
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education have been chipped away with the help of labor laws and legislation
such as Title IX. Yet, universities have been known to breed hostile and toxic
work environments (Gunsalus, 2006), while allowing the dominance of the
patriarchal culture to linger (Glazer-Raymo, 2008).
Administration within the U.S. higher education system has been historically
male gendered. This under-representation of women in senior administrative
roles within American colleges and Universities is a missed opportunity for
policies, procedures and cultures to be equitably influenced by educated women
leaders (Morley, 2012). Eagly and Carly (2007) attest to slight advances that
women have made in higher education and other industries with some women
being appointed as CEOs, and Presidents, yet Morley (2012) declares the high
rate of women attending colleges and earning terminal degrees has yet to be
equitably represented in senior administrative roles within higher education. In
addition to under-representation, women in higher education endure disparities
related to tenure, rank and wages earned. Change in how female leaders are
perceived and understood within higher education needs to be seen in action, not
just discussed.

Problem Statement
Multiple types of gender discrimination in higher education have been
studied through both qualitative and quantitative measures, and the two most
problematic types of discrimination in academia include representation of women
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in leadership and/or senior administrative roles, and equitable annual salaries
between men and women (Berg, 2020). Eagly and Karau’s (2002) testament to
leadership as being predominantly a male prerogative in corporate, political,
military, and higher education sectors underpins, and elaborates on the tenet of
why women are underrepresented in 4-year public universities. Research has
shown that the American workplace has been traditionally configured around the
male career model that materialized in the 19th century when men led
companies and women were in charge of the family home, and raising children
(Wolfinger, et al., 2008, Chin & Sanchez-Hucles, 2007, Correll, Benard & Paik,
2007, Ayman & Korabik, 2010, Webb, 2010, Edds-Ellis & Keaster, 2013). The
early role of the women in education strongly resembled the early role of women
in the workforce and was reinforced by the social opinion that placed women in a
subordinate position to men by overlapping the multiple oppressions of being a
woman. Hence, women educators in the early 1900’s were limited to educating
only grade school children, while men educators were charged with educating
young men in higher education (Berg, 2020). This clear divide between college
educators and grade school educators was foundational in setting lower
expectations for women educators, and continues to drive gender underrepresentation as well as the gender wage gap in higher education administrative
positions today. As reported by the American Association of University
Professors (AAUP), women were paid only 81.6% of what men were paid in the
2018-19 academic year.
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Gender under-representation in higher education was recognized in the
20th century and has continued into the 21st century (Gallant, 2014). Even the
mandates of Affirmative Action in the early 1970s did little to alter the landscape
of higher education administration (Macias, 1994). Since the early days of
formalized education, some women in higher education demonstrated grit and as
a result, have risen to positions of college presidents, vice presidents,
chancellors, and deans. However, Wolfinger, et al. (2008) noted that the gender
gap widens incrementally as roles move higher up the administrative ladder and
responsibilities are increased (Wolfinger, et al., 2008, Webb, 2010, Teague,
2015, Catalyst 2019), creating the underrepresentation of women as senior
administrators as a result of genderism.
The number of women in higher education administration is growing slowly,
but still remains imbalanced (Berg, 2020). In 1975, the volume of female
presidents leading an American college/university was less than 5%; by 2016,
the volume of female presidents leading an American college/university
increased to 30% (Berg, 2020). However, the overall percentage of women
leading colleges and universities still remains disproportionately low despite the
fact that 59% of students served by those colleges and universities are women
(Webb, 2010, Teague, 2015). Research by Berg (2020) and Hill and Wheat
(2017) indicated that women are also less likely to hold administrative positions
that routinely serve as pathways to a college/university presidency.
Underrepresentation of women is also exhibited in the educational
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governance of California’s public, 4-year colleges and universities which strongly
resembles the patriarchal leadership of corporate America. Left Out (2018)
reported that males make up more than two-thirds of UC Regents and CSU
Trustees despite data that shows women make up nearly 60% of college
graduates and 45% of all advanced degrees (Blau & Kahn, 2007), which is
important to the future make up, development and pipeline of faculty, presidents,
and senior administrators.

Purpose Statement
The purpose of this study is to examine the lives of women who have
achieved a senior administrator role within higher education through a gendered
lens. The researcher will examine the multiple oppressions of women in senior
administration roles within California’s public, 4-year colleges and universities to
learn how the cultures and structures found in higher education either assisted or
hindered the career growth of these women. The research will expose the level
of effort found to reduce gender inequalities in senior administration roles within
California’s public, 4-year colleges and universities, which are marketed as open
and inclusive but operate as privileged, and barriers to academic career growth
by ignoring the intersecting identities of aspiring women administrators.
The researcher intends to assist in the diminution of the gender gap in
senior administration roles within higher education by building upon the gendered
theories to expose the benefits and many facets of women’s identities such as
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race, culture, class, and gender. This study will contribute to the existing
research done on recognizing and explaining the low representation of women in
senior administration roles within California’s public, 4-year colleges and
universities by challenging the underlying systemic structures that discount the
multiple identities of women and women of Color who are leaders in higher
education.
The researcher will approach the low representation of women in senior
administration roles within California’s public, 4-year colleges and universities
from a reversed approach by conducting narrative inquiry study on participants
who hold or have held senior administrative roles in higher education. A narrative
analysis will be performed to shed light on how genderism influenced the careers
of the participants. The approach is described as “reversed” because the
researcher will ask the participants to reflect upon how their gendered
oppressions aided and/or hindered the navigation of their careers rather than
observing other women who have yet to benefit from their feministic oppressions.
The researcher will generate conversation in an attempt to exploit the
barriers and prejudices these senior administrators tackled as they promoted up
the academic ladder. The discussion will steer towards revealing the skill set and
behaviors the participants accredit most for their indirect path towards achieving
workplace equality in academia, an industry where workplace discrimination
continues to exist (Eagly & Carli, 2007). In addition to understanding how
feminism impacted their academic careers, the researcher will incorporate

6

conversational queues to inquire about the level of commitment and support the
participants received from their families and friends. The level of support from
parents and spouses/partners will contribute to the narrative stories because
successful women often acknowledge having a support system at home that
helped them navigate the office politics (Eagly & Carli, 2007). Finally, the
participants will be asked to share advice and memorable messages (Edds-Ellis
& Keaster, 2013) that they received from mentors which connect motherhood,
leadership, educator, and any other roles the participants possess.

Overview of Methodology
A narrative inquiry study is defined as a subtype of qualitative inquiry that
revolves around true life-experiences and are narrated by those who have lived
the experience (Chase, 2005, p. 651). A narrative inquiry methodology is
applicable to this study because it allows the participant to openly share
testimonials about significant situations or events she felt were career impacting.
Narrative inquiry methodology often entices participants to provide a testimonio,
which Chase (2005) describes as a politically charged narrative of resisting
oppression that the researcher hopes originates from the phenomenon of
breakthrough women being appointed to senior administrator roles in a 4-year
public university. This narrative inquiry study will have a post-positive
perspective, which relies on the world view that the subject(s) has selfconstructed based on the obstacles she confronted throughout her climb up the
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academic ladder. The narrative inquiry study will also be exploratory in the sense
that the researcher is approaching the study without any preconceived notions
nor expectations to be found within the stories told by the subjects, but rather to
listen intently, and “feel” the oppressive encounters fueled by genderism that the
participants narrate.
A minimum of three subjects with varying race and/or cultural backgrounds
will be identified to pinpoint commonalities and disparities experienced as the
subjects navigated their career paths. Narrative analysis will compare the
experiences of a White woman, to the experiences of marginalized women to
explore the theories of feminism, genderism, and inter-sectionalism which
suggest that women are disadvantaged in the workplace for each non-dominant
characteristic they possess.
The researcher will conduct individual interviews of the subjects, and rely
upon self-reported obstacles, mentorships, and workplace biases that helped and
hindered their climb up the academic ladder. The researcher will analyze the
narratives from the three participants to empathize with the participants’ points of
view, including why the narrative was important enough to share (Chase, 2005).

Need for the Study
Too often, women interested in climbing the academic ladder are mentored
to lead as a man would lead. They are expected to assume leadership traits
commonly associated with men such as aggression, ambition and courage
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(Newport, 2001) to prove their leadership capabilities. Women aspiring to
leadership roles should be comfortable embracing their identities, and recognized
for putting themselves forward to seek experiences that could eventually lead to
promotions. The motherhood penalty (Correll, et.al, 2007) that drives lower
salaries for women with children should be eliminated and instead, the communal
qualities such as honesty and compassion that are often associated with mothers
(Eagly & Carli, 2007) should be recognized and endorsed.
Since the 1990’s, the proportion of female faculty members within
California’s 150 public colleges and universities has increased, but their
representation still falls below the percentage of female student populations
(Webb, 2010, Wolfinger, et al., 2008, Turner, et al., 2013). Examining the career
paths of women who have achieved senior administration positions in higher
education will illuminate the skills and techniques used to negotiate the
complicated problems and social issues of being a woman while advancing one's
career. Sharing exploits of overcoming barriers that were created through
university policy and procedures, historical academe culture, and gender
stereotypes is a step towards parity for women on the path to senior
administrative roles.
The gendered gap in senior administration within higher education is
reinforced by the Accountability Report for the University of California (2015),
which reported the ratio of females among tenured faculty, or on the tenure track,
is lower than ratios among other academic employee groups, as well as lower
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ratios of nonwhites and females in senior administration groups (University of
California, 2015). The Full-Time Faculty by Rank, Gender and Race/Ethnicity
report published by the CSU system (2019) also revealed a low proportion of
females among its tenured, or on the tenure track faculty (California State
University, 2019).
Senior administrators need to increase the percentage of women, especially
women of Color, in senior administrative roles so that policies, guidelines, and
the overall campus atmosphere is influenced through multiple lens’ that take into
account the intersecting identities of students. Having a diverse senior
administration would broaden and increase the pool of available role models and
mentors, influence university policies and procedures towards being more
equitable to marginalized populations, and enhance the college experience for
minorities who would then be able to relate to the diversity of the campus
administration.

Significance of Study
Using a constructivism worldview, the researcher will apply the theories of
genderism, feminism and intersectionality to challenge the traditional “Great Man”
leadership theories, which were developed by drawing from case histories of
those already in leadership positions, who were generally White men (Chin &
Sanchez-Hucles, 2007). As a result, assessing leadership from the White man
perspective has resulted in workplace biases, gendered stereotypes, and social
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role expectations that negatively impact women leaders. Using an intersectional
lens to exam systemic structures such as formal mentoring programs,
performance evaluations which often determine wages, tenure opportunities,
social stereotypes, and gender biases will reveal unintended manipulations that
prolong gender disparity in higher education.
The monopolization of leadership roles by men in corporate, political,
military, and higher education sectors is changing in the United States, and in
California, as women are gaining access to leadership positions that had
historically been off limits to them (Eagly & Carli, 2007). Although there have
been some very visible “first” women in key leadership positions such as
Secretary of State Madeleine Albright, and the former University of California
President, Janet Napolitano, the presence of breakthrough women in such
powerful positions is still viewed as a phenomenon that goes against the socially
accepted role of a woman. As evidenced by the recent election coverage of
Kamala Harris as the first female Vice President of the United States, and
President Elect Joe Biden appointing the first all-women communications team
(PTI, 2020), the glass ceiling metaphor is no longer binding. Nonetheless,
accomplished women in senior leadership positions continue to be a rarity in
many industries, including higher education.
The number of women in senior administrative positions at colleges and
universities is noticeably unbalanced (Webb, 2010) not only in relation to men,
but also in relation the number of women who earn college degrees, and the
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number of women in faculty positions (Wolfinger, et al., 2008, Turner, et al.,
2013). Since the 1990’s, the proportion of female, African-American, and
Hispanic faculty members within California’s 150 public colleges and universities
has increased. Nonetheless, their representation still falls below the percentage
of female, African-American, and Hispanic student populations (Webb, 2010,
Wolfinger, et al., 2008, Turner, et al., 2013). The consequences to this
phenomenon include a lack of female, African-American, and Hispanic mentors
available to aspiring women leaders (Hill & Wheat, 2017), a campus culture that
perpetuates workplace biases (Bendick Jr. & Nunés, 2012), and modern-racism
that is neutralized by policies created and influenced by male leaders (Wilson,
Roscigno, & Huffman, 2015).
The gender and diversity gap in senior administration within higher
education is reinforced by the Accountability Report for the University of
California (2015), which reported the ratio of females among tenured faculty, or
on the tenure track, is lower than ratios among other academic employee groups,
as well as lower ratios of nonwhites and females in senior administration groups
(University of California, 2015). The Full-Time Faculty by Rank, Gender and
Race/Ethnicity report published by the CSU system (2019) also revealed a low
proportion of females among its tenured, or on the tenure track faculty (California
State University, 2019).
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Theoretical Framework
The Theory of Intersectionality was introduced by Crenshaw (1991) as a
theory she hoped would assist others in understanding the experiences of
women of color who were also domestic violence survivors (Harris & Leonardo,
2018, Byrd, Brunn-Bevel, & Ovink, 2019). Since its introduction by Crenshaw in
1991, intersectionality has been used to contend that race, class, and gender
cannot be separated, and has called attention to marginality and oppression in
different situations such as leadership, and multiple industries including higher
education. Including every social identity of a person as a subset of that person,
challenges ideas consistent with existing stereotypes, gender biases, and/or
traditionally accepted social roles (Harris & Leonardo, 2018). By acknowledging
each social identity of a person, no person is left to be categorized, judged, or
discriminated against based on one single, social identity (i.e. woman, lesbian,
Latina, mother). Harris and Leonardo (2018) claim the Theory of Intersectionality
was the basis upon which other, more recently created theories including “LatCrit
(Latinx Critical theory), and “Dis/Crit” (Critical Disability theory) were built upon
because intersecting identities were combined to create complex identities that
were previously obscured. In this study, the researcher will apply the Theory of
Intersectionality to explore the diversity and complexities of the narratives shared
by the participants.
The Feminist Theory has been studied and documented by numerous
researchers, resulting in various viewpoints and perspectives related to a
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woman’s place in society, and the labor force including higher education.
Charlotte Perkins Gilman, though never having referenced her feminist writings
as a theory, nor being the earliest author of feminist writings, became the idol of
radical feminists in 1898 after having published Women and Economics (Degler,
1956, p. 21). This publication critically focused on the woman’s position within a
man’s world as being one of dependency upon a man (husband or father) for
food, clothing and shelter, therefore making her livelihood dependent upon on
her ability to hold a man (Degler, 1956). In the 21st century the Feminist Theory
has succumbed to globalization by having to reflect the diversity of woman
around the world (Tong, 2001). The Feminist Theory today counters patriarchal
hierarchies and dominance in corporate, political, military, and other sectors of
society (Eagly & Karau, 2002) including academia by campaigning for equity,
parity and justice for women. The researcher will call upon the Feminist Theory to
examine the disparity of power and access between men and women in higher
education, and women’s oppression in higher education (Flax, 1987).
Since gender as a theory is unable to be understood at an individual level,
gender oppression of the participants will be extracted through the narrative
analysis done by the researcher. The researcher will search for group
stereotypes that socially construct the relationship between men and women in
academia resulting in advantageous positions for men (Anderson & Hill Collins,
2004). In opposition of intersectionality as a theory, gender is a physical
characteristic noticed upon the first glance, and generates beliefs related to
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stereotypes. These beliefs tied to gender habitually cause automatic
assumptions of women leaders as being weak, amiable or too nurturing.
Chin and Sanchéz-Hucles (2007) attempted to explain intersectionality and
femininity as divisions of identities that make up a woman. Regrettably, as senior
leaders in higher education, the various roles a woman might possess such as a
mother, an employee, a community volunteer, or a wife, often leaves women,
especially women of color doubly-disadvantaged rather than advantaged. The
goal of including these three theories in the study is to have all dimensions of the
participant’s identity recognized, researched, and understood, but Eagly and
Carli (2007) attest to mental associations about women and leadership as being
influential on organizational norms and practices, making women leaders who act
against these norms and practices, seem less competent as leaders.
In an effort to examine the true weight of these theories, women in
academia who have achieved senior administrative roles, and having intersecting
identities such as race, culture, and possibly social roles, will be interviewed. The
researcher will study senior administrative women holding positions at a 4-year,
public university in California. A total of three participants with varying races and
cultures that include White, African-American, and Latina, will be included so that
a comparison of their career paths can be examined for similarities and
differences of experiences, influences, and ambition.
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Assumptions
As the researcher and a minority woman administrator within California’s
public, 4-year colleges and universities, I am working with several assumptions. I
assume that the few women who have achieved a senior administrative role in
higher education faced many barriers along their career path. I imagine these
barriers will include other women leaders who demonstrated the Queen Bee
Syndrome (Pasquerella & Claus-Ehlers, 2017). The Queen Been Syndrome was
first defined by G.L. Staines, T.E. Jayaratne, and C. Tavris in the 1970’s when
their study found that a woman who had achieved an executive level position
worked hard to keep other women from achieving the same level of authority in
order to protect her uniqueness and power (Minter, 2017). The “Queen Bee”
often impeded the career development of aspiring women out of self-preservation
because leadership was seen as a male dominated field (Pasquerella & ClausEhlers, 2017, Eagly & Karau, 2002, Berg, 2020).
I envision the participants in my study will have had multiple mentors or role
models who opened doors to future positions, and provided professional
guidance and feedback. I imagine that a high percentage of women who earned
a Doctoral degree made a conscientious decision to leak out of the senior
administrative pipeline because of a work-life balance dilemma such as marriage,
having children, cultural traditions, or caring for a family member. Finally, I
believe that the narratives from this study will support previous gender gap
studies while contributing to existing research of gendered oppression. I
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anticipate hearing that the women participants worked hard to overcome
leadership expectations that have been created and viewed through a patriarchal
lens for decades. I predict that the few elite women who became college
presidents and chancellors battled with their intersecting identities and made
sacrifices along their career path of unchartered territories. The sacrifices would
include opting out of relationships and/or marriage, delaying childbirth, or
foregoing having children all together. I project that the participants will reflect
upon the number or times they uprooted their homes and moved away from
friends and families to chase a more senior position at another campus.

Delimitations
Research shows that the representation of women serving in senior
administrative roles is more common at the 2-year degree granting institutions
than at the 4-year and Doctoral degree granting institutions. By focusing my
study on California’s public, 4-year colleges and universities, the population
meeting the participation requirements will be a smaller number. Another
delimitation includes only seeking input from women who have achieved a senior
administrative role in higher education. There are possibly many women in higher
education who made a conscientious effort not to pursue a senior position, and
still others who continue striving for that senior role. It is possible that their
challenges and tribulations could add valuable narratives to the current research.
The final delimitation set by the researcher is to include only higher education
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institutions located in California. Although the gender gap in higher education is
consistent across America with only minor spikes and dips in certain regional
areas, participants in other states may expose varying influences to the gender
gap such as labor markets, average number of children per family, or social and
cultural views.

Definitions of Key Terms
Breakthrough Women: the first female occupants of highly male dominated roles
(Eagly & Carli, 2007).
Femininity: Assumptions about and expectations for women’s behaviors, speech,
interests and desires, and is constructed in opposition of masculinity (Turner, et
al., 2013).
Implicit Bias: Attitudes or stereotypes that affect our understanding, actions, and
decisions in an unconscious manner. These biases, which encompass both
favorable and unfavorable assessments, are activated involuntarily and without
an individual’s awareness or intentional control (McNutt, 2016).
Intersectionality: The idea that gendered processes do not stand alone, but
intersect with and are shaped by race and class processes, as well as other
forms of inequality and exclusion (Acker, 2012).
Modern Racism: A shift in social norms making explicit expression of prejudiced
attitudes rarely seen yet remaining in more covert forms (Bendick Jr & Nunés,
2012).
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Motherhood Penalty: The extent to which employers discriminate against
mothers in recruiting, promotional opportunities, and salary decisions because
they are perceived as less committed to work than men and non-mothers
(Correll, et.al, 2007).
PostModern Feminist Theoretical Framework: Rooted in postmodern paradigm,
this theory focuses on unearthing women’s subjugated knowledge with a key
principle of understanding individual thoughts and emotions of a woman, leading
to her sense of self in relation to the world (Hill & Wheat, 2017, p. 2093).
Queen Bee Syndrome: Premise that powerful women who have achieved
success in male-dominated work settings are the primary obstacle to aspiring
women. Instead of mentoring, the powerful women challenge and create
roadblocks for future women leaders. (Pasquerella & Clauss-Ehlers, 2017).
Senior Administrative Leadership: Includes executive leaders of a college or
university such as president, vice president, chancellor, provosts (Hill & Wheat,
2017).
Stereotype Threat: Leading minorities and women to perform less well when they
are aware that their performance may confirm a negative stereotype (Bendick Jr.
& Nunés, 2012).
Stereotypes: Gender-related beliefs and expectations about others which are
less visible and more covert (Bendick Jr. & Nunés, 2012, Eagly & Karau, 2002).
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Summary
As Webb (2010) indicated, although there have been difficulties, women
continue to maintain a presence in higher education and attend colleges in larger
numbers than men since the 1970’s. The literature suggests that women have
begun to establish a presence in higher education administrative roles but
continue to be under-represented in senior administrative roles within California’s
public, 4-year colleges and universities. The few women who do attain such
success as a senior administrative role within California’s public, 4-year colleges
and universities receive lower wages than men holding similar roles while being
held to more stringent standards and expectations of a leader (Berg, 2020,
Ayman & Korabik, 2010, Blau & Kahn, 2007, Bendick Jr. & Nunés, 2012, Castilla,
2008, Correll, et al., 2007).
Research by Chin and Sanchéz-Hucles (2007) argue that women comprise
47% of the American workforce and by 2050, 50% of the U.S. population will be
minorities. These statistics should make us rethink and reevaluate the historical
leadership theories that were based on White male leaders only and have
created burdens for women and other under-represented groups as leaders. A
good start as suggested by Chin & Sanchez-Hucles (2007) would be to further
research and understand intersectionality and feminism as a leadership
phenomenon in higher education.
Correll, et al. (2007) introduced the motherhood penalty as a status
characteristic that drives biased evaluations against mothers in regards to
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competence and commitment to work outside of the home. Cultural beliefs of
many, associate mothers as primary care givers, hence when they are employed,
mothers are seen as less committed to their jobs because their main commitment
is expected to be to their children. The motherhood penalty as described by
Correll, et al. (2007) also insinuates that mothers are doubly-disadvantaged and
often suffer a “per-child” wage penalty of approximately 5% which accounts for
the majority of the wage gap between men and women. When wages were
evaluated for fathers, it was offensive to learn that unlike mothers, fathers earn
higher wages than non-fathers and organizations have been known to extend
what is referred to as a “family wage” to married men. According to Correll, et al.
(2007), this difference of parental status and pay are influenced by cultural
beliefs and stereotypes of the societal roles of fathers and mothers; fathers
should be the bread-winners while mothers should maintain the home and raise
the children.
Chapter Two will present a thorough review of the existing literature,
including a comparison of how the leadership careers of women and women of
Color are hindered in both the public and private sectors including academia.
This study seeks to qualitatively expose the phenomenon of how and why the
careers of women in academia are negatively impacted by marriage and
children. The study will link the personal troubles of the participants to public
issues (Bathmaker & Harnett, 2010) via narratives from the participants of how
they successfully navigated the structural and cultural barriers most women shy
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away from. The study will conclude with career advice for women aspiring to
senior administrative roles within California’s public, 4-year colleges and
universities with intentions of helping others manage the complexities and
contradictions of academia (Bathmaker & Harnett, 2010).
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CHAPTER TWO
LITERATURE REVIEW

Introduction
This literature review explores the circumstances surrounding the
underrepresentation of women in senior administrative leadership positions in
California’s public, 4-year colleges and universities, while also noting the
absence of Latinas and women of Color. The focus of the study is to identify to
what extent proficiencies and behaviors, stereotypes, formal education, support
systems, and professional mentoring programs aided and/or hindered the
successes of women as senior administrative leaders, in an effort to reduce the
gender gap in higher education by replicating the positives. The review will begin
with a comparison between higher education and corporate America. The
assessment of the two sectors will illuminate how higher education has begun to
model private, corporate behaviors and biases that perpetuate the gender and
wage gaps relative to executive/administrative positions. The review will then
examine how formal mentoring programs, the balancing act between family and
career, and implicit biases influence the successes of women seeking senior
administrative roles within higher education. Ultimately, the review will examine
how the multiple roles women bare negatively impact their opportunities in higher
education and corporate America.
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Gender and Workplace Biases
Higher education today is operating in a constantly changing environment
driven by racial and ethnic tensions, technology advances, campus safety issues,
mission creep, financial limitations, changes in student demographics, and an
increased call for accountability, to name a few of the drivers (Isaacs, 2014,
Boggs & McPhail, 2016). This section will reveal how higher education has
responded to these changes by modeling private, corporate behaviors that
perpetuate biases against women, particularly towards women of Color through
discriminatory hiring practices that include inequitable workloads and salaries,
and limiting opportunities for professional development and advancement
(Turner, et al., 2013) relative to executive/administrative positions.
In 2018, more than half (51.5%) of all management, professional and
related occupations in the United States were held by women (Bendick Jr., &
Nunés, 2012, Catalyst, 2019); however, in S&P 500 Companies women are less
represented the higher up the corporate ladder reaches (Bendick Jr., & Nunés,
2012, Catalyst, 2019) which is the same trend found in California’s public, 4-year
colleges and universities (Wolfinger, et al., 2008, Webb, 2010, Teague, 2015,
Catalyst 2019). The number of women in senior positions at colleges and
universities is noticeably unbalanced (Webb, 2010) not only in relation to men,
but also in relation the number of women who earn college degrees, and the
number of women in faculty positions (Wolfinger, et al., 2008, Turner, et al.,
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2013). Women are also significantly underrepresented in college governance
systems with males making up more than two-thirds of UC Regents and CSU
Trustees (Left Out, 2018). As indicated by Blau and Kahn (2007), Webb (2010)
and Teague (2015), more than half of the student population of 4-year colleges
and universities is women, yet the percentage of women leading colleges and
universities remains low at only 26%.
In academia, women are most well-represented at community colleges,
and least represented at doctoral (Sherman, Beaty, Crum & Peters, 2010),
religious, public, and land-grant research institutions (Webb, 2010, Turner, et al.,
2013). When women do elevate and become leaders in academia, they are most
commonly elevated in rank within traditionally female fields such as nursing, and
education (Basow, 1995, Turner, et al., 2013). Webb (2010) declared that
although the numbers of women are improving in academia, they are improving
in less senior positions. As faculty, women are more likely to be found in lowerranking, and lower salaried, academic positions such as assistant and associate
professors where nearly 25% of them are in non-tenured track positions
compared to only 17% of men assistant and associate professors (Wolfinger, et
al., 2008, Catalyst, 2019, Isaacs, 2014). In administration, men overwhelmingly
occupy the majority of executive positions in higher education; the only position
in which women overwhelmingly occupy the majority of executive positions is that
of the Chief Human Resources Officer (Catalyst, 2019).
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The work background of women president’s prior to attaining the
presidential position was that 46% were previously provosts or chief academic
officers as compared to only 28.5% of men (Webb, 2010). This statistic indicates
that the women presidents have more experience in higher education than men
presidents, and are more prepared to lead a college/university. Deplorably
though, women holding top-ranking positions in colleges and universities are paid
less than men across all ranks and as the positions women hold become higher
in status, the wage gap between men and women in higher education
administration widens (Correll, et.al, 2007, Wolfinger et al., 2008, Webb, 2010).
The following studies analyze when and how implicit gender biases create and
continue to suppress wage and gender gaps as well as advancement
opportunities for women at various points in the employee life-cycle which
ultimately, negatively impact women as leaders.
Gender Biases
Gender has both physical (visible) and value (invisible) components that
affect identity and group cohesion, interpersonal interactions, and access to
power and resources (Ayman & Korabik, 2010, p.159). Ayman and Korabik
(2010) attest that both culture and gender act as markers of status that prime
stereotypes and endow privilege. Since traits have an impact on the way that
men and women are perceived as leaders, gender can affect access to
leadership positions (Ayman & Korabik, 2010). Leadership has been
predominantly a male prerogative in corporate, political, military, and other
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sectors of society (Eagly & Karau 2002). Leadership became associated with
masculine traits as a result of the “Great Man” leadership theories which were
developed by drawing only from case histories of those already in leadership
positions, who were generally White men (Chin & Sanchéz-Hucles, 2007, p.
609), and these theories are now cultural stereotypes (Chin & Sanchéz-Hucles,
2007). Although women have gained increased access to supervisory and middle
management positions in corporate America, they remain quite rare as elite
leaders and top executives (Webb, 2010, Eagly & Karau, 2002, Turner, et al.,
2013). Similarly, Webb (2010) exposed that as women began to slowly secure
more presidential positions at colleges and universities, they continued to be
underrepresented as presidents of elite colleges and universities.
An unexpected consequence of defining leadership by examining only the
men who held such positions in corporate America is the biased and incomplete
comprehension of how a leader should act, think, and look (Chin & SanchézHucles, 2007). These biases and stereotypes have placed increased burdens on
women, racial/ethnic minorities, and others with multiple identities to behave
according to stereotyped leadership characteristics while at the same time being
expected to behave according to their gender and/or racial/ethnic minority role
characteristics (Chin & Sanchéz-Hucles, 2007, p. 609). For example, a study
done by Basow (1995) revealed women professors suffer from gender bias in
student evaluations as they generally receive lower ratings from male student
evaluators than from female student evaluators. In contrast, the ratings of male
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professors are unaffected by student gender altogether. Basow (1995) provides
insight to these results in stating that women professors are evaluated harshly
because they are expected to demonstrate communal traits such as warmth and
friendliness rather than traits generally associated with men such as knowledge
and thought stimulation. Basow’s (1995) and Webb’s (2010) findings both
indicate that when women work in male-dominated industries such as academia,
it is more difficult to advance because they must first overcome the perceptions
that hold them back.
Gender Biases and Hiring Decisions
The hiring process in both the public and the private sectors provide
employment opportunities, as well as determine initial job titles, work
assignments, and wages which often influence the employee’s career from that
point forward (Bendick Jr. & Nunés, 2012, p. 238). Bendick Jr. and Nunés (2012)
identify the hiring decisions made by Human Resource offices as having the
most impact related to distributing employment opportunities. The significant
impact of hiring decisions commands a need to control for implicit gender biases
at every step of the process. Although the Civil Rights Act of 1964 mandates
equal opportunity and other antidiscrimination legislations exist to protect
underrepresented groups from discriminatory decisions, these acts target only
the conscious behavior of employers, ignoring unconscious acts and implicit
biases.

28

A research study by Bendick Jr. and Nunés (2012) attempted to validate
that although people in powerful positions publicly deny uninhibited
discrimination, gender-biased hiring decisions are made on a regular basis.
Bendick Jr. and Nunés (2012) used matched pair testing (similar to the controls
of a quasi-experiment) to research real-world hiring decisions. Matched pair
testing is a systemic procedure that creates controlled experiments which allow
researchers to candidly observe and examine employer responses and reactions
to similar applicants. To begin the pair testing, “match pair” research assistants
qualified to play the “job seeker” were recruited based on the targeted
demographic characteristics. Once recruited, the “match pair” research
assistants received training to ensure they were equally credible applicants by
having memorized false resumes, and having rehearsed similar answers to
common interview questions. Finally, the “match pair” research assistants were
closely supervised to ensure they applied to the targeted job opening as
scheduled, documented their experiences timely, and were reminded to focus on
facts rather than interpretations (Bendick Jr. and Nunés, 2012). The same “match
pair” research assistants repeatedly applied to dozens of job vacancies to allow
for random circumstances and situations to average out.
One of the key summary statistics that Bendick Jr. and Nunés (2012)
reported from this quasi-experiment was the net rate of discrimination which
subtracts the number of times the “match pair” research assistant with the
hypothesized unfavorable trait is either invited for an interview or offered the job,
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from the number of times the “match pair” research assistant with the
hypothesized favorable trait is either invited for an interview or offered the job.
The experiment resulted in an observed 20-40% net rate of discrimination which
Bendick Jr. and Nunés (2012) considered typical when compared to similar
experiments led by other researchers. In layman’s terms, this statistic indicates
that implicit biases impact hiring decisions made by 40% of employers (Bendick
Jr. & Nunés, 2012).
Favorable traits and unfavorable traits were characterized by race,
gender, and age. One scenario that focused on gender as the unfavorable trait
from the Bendick Jr. and Nunés (2012) experiment involved a “match pair,” one
female and one male research assistant, with similar resumes and skillsets. Both
“match pair” research assistants applied for an advertised auto technician job.
The advertised job requirement was the ability to lubricate and repair
automobiles. Upon submitting her resume, the “match pair” female was told by
the hiring manager that the “auto lube job is hard for a woman,” and that he liked
her smile; she was not interviewed for the auto technician job but received a
lower paying job offer working the onsite coffee station (Bendick Jr. & Nunés,
2012). When the “match pair” male applied for the job several hours later, with a
similar resume and skillset as the “match pair” female who was not interviewed
for the auto lube job, he received an immediate interview for the position.
Many similar studies have already documented that individuals pay more
attention to information consistent with stereotypes and biases than to
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inconsistent information, seek information that confirms stereotypes more than
contradicting the stereotypes, and are unaffected by information that negates
biases and stereotypes even though a variety of initiatives designed to minimize
biases and stereotypes have been implemented by organizations. Hence,
Bendick Jr. and Nunés (2012) suggest the need for organizations to redirect
efforts of trying to change employer behaviors towards efforts of trying to
understand behaviors that perpetuate in-group biases and modern prejudices
(Bendick Jr. & Nunés, 2012).
Gender and Wage Gaps
In the quest to break-down the gender and wage gap amongst the
administrative ranks within California’s public, 4-year colleges and universities, it
is essential to examine its origination, and as Bendick Jr. & Nunés’ (2012) study
recommends, understand the behaviors that persist. Although workplace-based
inequalities have been scrutinized since the 1965 Civil Rights era, and labor laws
now exist to protect against obvious gender discriminations, most of the analysis
regarding discrimination has been focused on the private sector rather than the
public sector (Wilson, et al., 2015). In fact, the public sector, which includes, for
example, Education, Emergency Services, and Correctional/Prison systems, was
known to be a favorable employer to under-represented populations such as
women because of the ability to promote into a managerial role or an
administrative job with a higher wage, based on merit (Wilson et al., 2015).
However, the way in which the public sector once operated has changed since
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the 1980s partly due to a civil service reform on human resources management
(HRM) systems which altered the way public service employees are recruited,
managed, and evaluated (Hays & Sowa, 2006) which all have downstream
impacts to annual salaries.
Hays and Sowa (2006) exposed how public sector work has begun to
slowly adjust its operations to resemble a profitable business with incentives
geared towards enhancing individual performance, and department level
productivity. Turner et al. (2013) affirms a similar managerial transition in
colleges and universities as higher education is now geared towards mass
education with higher enrollments, greater competition, more governmental
control, and fewer resources. Colleges and universities learned that leading an
environment with both academic and corporate elements such as political savvy,
multi-billion-dollar budget oversight, and leading a diverse population is
challenging, as the need to shift from collegial to managerial structures occurred
(Turner et al., 2013). The impact of these organizational changes to ambitious
women in academia is that their career paths become more dependent upon
capricious and arbitrary decisions made at the hands of patriarchal leaders with
less oversight.
The transition of public sector entities to resemble that of a profitable
business ultimately left the career-developing responsibilities of managing and
evaluating employees under the individual control of department managers.
Bestowing this level of control which had not previously existed, upon individual
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department managers is believed to have ignited the racial and gender
inequalities within the public sector by way of biases and gender stereotyping
(Castilla, 2008, Wilson, et al., 2015).
Wilson, et al. (2015) researched the impact of morphing public sector work
to resemble private organizations and focused on the vulnerability of public
sector employees to terminations, reductions to part-time status, and involuntary
work furloughs. The portion of the Wilson, et al. (2015) study that correlates to
the gender and wage gap trends in California’s public, 4-year colleges and
universities is the empirical data related to public employees having few
procedural safeguards to contest pay or promotional decisions impacting the
terms of their employment. These pay and promotional decisions eventually
began to produce a gender and wage gap disparity between men and women,
and more so towards women of color. Gender and wage gap trends are reflected
in the low representation of women, the absence of Latina women in senior
administrative roles, and the “lower than a man’s salary” for the few elite women
who do hold senior administrative roles in California’s public, 4-year colleges and
universities.
Qualitative analysis for the Wilson, et al. (2015) study was derived from a
sample of individuals who were considered “head of household” or “spouses” by
the Panel Study of Income Dynamics (PSID) in one of two five-year periods
known as the “Pre-governance” period (1986 – 1990) and the “New-governance”
period (2003 - 2007) to provide a comparison of how the public sector morphed
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and the wage inequalities have increased between men and women, and
amongst White and non-White employees in the public sector that were not so
obvious in the Pre-Governance period. The “Pre-governance” and the “Newgovernance” cohorts consisted of subjects between the ages of 18 and 50 years
old, who were continuously employed (full or part time), in a non-self-employed
capacity during the 5-year period of the specific governance period. The outcome
of interest in the Wilson, et al. (2015) study was hourly wages received by the
non-White as compared to White employees, men vs. women, and public sector
employees compared to private sector employees. Human capital differences
were accounted for through educational attainment (high school diploma, college
degree, and post college degree) and through attendance since the researchers
considered attendance to be a good indicator of job commitment (Wilson, et al.,
2015) which could also be controversial or considered subjective.
Wilson et al. (2015) found that wage gaps between White men and White
women were similar to the wage gaps that existed between men of Color and
women of Color in both governance periods, and in both sectors (public and
private). The earning gap favoring Whites in the private sector is significant
(p<.01) in both governance periods, but for men, the earning gap favoring White
men was only significant in the “New governance” period (Wilson, et al., 2015).
The data revealed a similar outcome for women; the wage gap between White
women and women of Color was significant (p<.05) in the private sector during
both governance periods, but White women in the public sector were only
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advantaged during the “New governance-” period (Wilson, et al., 2015). These
findings by Wilson, et al. (2015) suggest that the “New governance” based
private sector business model, now adopted by the public sector, is characterized
by discretion-based employment practices, which generated a significant wage
gap previously only found in the private sector for women and the “doubly”
disadvantaged women of Color.
Gender and Meritocracy
Similar to Wilson et al. (2015), Castilla’s (2008) research openly accused
the operational transition of public organizations to resemble private
organizations as playing a key role in generating and perpetuating gender, racial,
and wage inequalities in employment outcomes for women and women of Color.
Castilla (2008) claims that under the “old public employment system,” lifetime
jobs with predictable career advancement and stable pay were virtually
guaranteed. Now, the traditional across-the-board pay increase based on
seniority has gradually been replaced by the market-driven employment strategy
of a merit-based reward system (Castilla, 2008) that is flawed with subjectivity
unfavorable to women and even more so to women of Color.
In an effort to examine whether or not an organization creates its own
gender, racial and wage inequalities through formal and informal performance
evaluations, Castilla (2008) examined the relationship between performance
evaluations and wage growth and promotions at a service organization
employing over 20,000 diverse employees, located in a competitive urban labor
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market in North America. Overall, the organization has been described favorably
by its employees when interviewed since the new performance appraisal system
was introduced in 1994; 40% of all respondents chose to work for this
organization for reasons related to “professional development” (Castilla, 2008). In
an exit survey, 74% of all respondents reported they would recommend the
organization as a good place to work (Castilla, 2008). The new performance
appraisal system decoupled performance appraisals from annual wage increases
to become a learning organization that provided employees with future
developmental feedback, and to allow for annual increases that better reflect the
employee’s level of performance effort rather than “across the board” increases
regardless of performance (Castilla, 2008).
The sample population included 8,898 exempt and nonexempt,
nonexecutive and non-management employees that work within the
organization’s support staff which had inequity concerns (Castilla, 2008). The
researcher noted that he was not allowed access to performance compensation
data for top and middle manager executives, nor data on unionized staff as
covered by terms in the collective bargaining agreement contract. Employee
demographics such as education, work history, and other human capital
characteristics of the evaluators were gathered from the company’s employee
database, and copies of employee’s performance evaluations and career
outcomes (raises, promotions, and terminations) since 1996 were reviewed by
the researcher. It was noted that 67% of the employees were women, and 30.8%
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were women of Color. At the time of the study in 2003, the annual salary was
$41,000 with a Standard Deviation of $28,000. The researcher also observed
various employees on the job, conducted in-person interviews with several
employees involved with the appraisal process and salary decisions, and
reviewed various reports, briefs and other documents made available by the
organization whenever possible.
The organization stressed the importance of performance evaluations on
the company website, through emails, memos and pamphlets (Castilla, 2008).
The Human Resources manual states that performance is the “primary basis for
all employee salary increases” (Castilla, 2008). The researcher also noted that
the overall performance appraisal rate for the organization was documented to
be 92% and was continuing to improve over time. Castilla (2008) noted that all
performance appraisals are dyadic, meaning one supervisor or manager (the
next level up) evaluates a set of employees individually. The appraisal is
delivered to the employee by the author, and based on the appraisal, the
employee may be recommended for a salary increase or a bonus. As
documented by Castilla (2008), the head of the supervisors or the head of the
unit recommends who will receive salary increases and the amount of the
increases based on the appraisal written by the supervisor/manager, and all
salary increases are ultimately approved by Human Resources.
During the period of analysis, from 1996 – 2003, 38,832 performance
evaluations of 8,818 different employees were submitted to the Human
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Resources division (Castilla, 2008). Performance ratings on the appraisal range
from 1-5 with 1 indicating the employee’s “performance is unacceptable for the
job and important improvement is required,” and 5 indicating the employee is
“clearly and consistently outstanding in most aspects of current job
responsibilities” (Castilla, 2008). Trend analysis done by the researcher reported
that the average appraisal rating in 2003 was 3.96 (standard deviation of 1.37),
with 72% of the 5,904 employees reviewed falling into the two top performance
categories. The researcher also documented that the distribution trends did not
change shape when examined by gender, race nor nationality. A total of 23.7%
employees were recommended for and ultimately received a salary increase
(Castilla, 2008). The outcome here is that the researcher did not find any gender
biases nor gender wage discriminating practices that influenced the performance
appraisal ratings, nor who was recommended for and received a pay increase.
Gender bias and wage gap discrepancies were however, recognized in the
amount of the salary increases that were recommend for employees (Castilla,
2008).
Having controlled for the level of employee performance evaluation
variable, and making estimates to account for job tenure, part-time vs. full-time
status, level of education, title, and unit/center, the researcher then sought to
understand if observationally equivalent employees with different demographic
characteristics received different salary increases even if they received the same
evaluation scores (Castilla, 2008). At this point, the researcher also compared
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the starting salaries of employees to determine the impact ascriptive
characteristics had if any, on the starting salaries offered to new employees; no
influence was realized. Castilla’s (2008) key finding in the study was that the
salary growth of employees, after controlling for employee performance levels,
were in fact impacted by demographic characteristics such as gender and race.
Castilla (2008) found that the salary growth is 0.4% lower for women than for
men, and employees of Color (men and women) received a salary increase 0.5%
lower than Whites, proving again that women of Color are doubly disadvantaged.
The researcher also notated findings indicating the likelihood of turnover is
associated with lower salary growth over time, and this organization reflected
higher turnover rates among Asian American and Hispanic employees.
The author concluded that even in an organization that institutionally
values and supports the allocation of compensation on the basis of merit, bias
does exist in the translation of performance evaluation scores into amounts of
salary increases over time. Hence, different salary increases are granted for
observationally equivalent employees (Castilla, 2008), which supports the
research done by Ayman and Korabik (2010) which claims access and power are
impacted by physical (visible) traits including gender and race. In an effort to
understand how such performance-bias could occur, the researcher interviewed
some personnel members at different levels of the organization. These interviews
revealed two possible points that could yield performance bias within the
appraisal process which include 1) when the head of the unit recommends a
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particular salary increase amount to Human Resources and may recommend
lower increases for women and/or minorities and when 2) Human Resources
personnel make the decision to approve or reject a given salary increase
recommendation from the unit head they may reject more increases for women
and/or minorities. Castilla (2008) identified the first point (head of the unit
recommendation) as the likely step in the process where performance-reward
bias is introduced since the Human Resources involvement is highly transparent,
unlike the involvement of the head of the unit who is rarely accountable for
decisions regarding salary increase amounts. Castilla (2008) also found empirical
evidence that demonstrated the need for women and minorities to work harder
and obtain higher performance scores in order to receive similar salary increases
as White men, which insinuates a “double standard” mentality. Consequently,
Castilla’s (2008) study aligns with Wilson et al. (2015) in stating that wage parity
between men and women is undermined by organizational practices including
performance evaluations that affect major employee career outcomes such as
task assignments, training opportunities, salary increases, and promotions.
Foschi (2000) relates performance expectations to the assumed
relationship between status and task. Since leadership is often viewed as a
masculine task, women are required to work harder for the same results. The
consistent patterns of increasing gender inequalities among men and women in
public sector, senior leadership roles, including academia, not only limit the
number of women who successfully achieve Senior Administrative roles within
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higher education, but also decreases the number of female mentors available to
“lift as they climb” by mentoring the next generation of women leaders.

Formal Mentoring
The under-representation of female administrators in higher education is
not decreasing even though education continues to be a field dominated by
women (Kaplan & Tinsley, 1989, Litmanovitz, 2010, Gander, 2013, Teague,
2015). The overall percentage of women leading colleges and universities in the
United States remains disproportionately low at 26% (Teague, 2015, Scanlon,
1997). Innovative and intentional efforts to lessen the gender-gap and diversify
the governance and administration of higher education are essential for
progressive change. As noted by Sherman, et al. (2010), one of the most
important strategies for increasing the number of women faculty in educational
leadership is the “paying it forward” action of mentoring. Hence, formal
mentorship programs are methods worth evaluating to determine the impact if
any, on reducing the disparity between male and female senior administrators in
California’s public, 4-year colleges and universities.
Influences and Effects of Formal Mentoring
Understanding how female college/university presidents, and women in
key-line positions to the college/university presidency view mentorships and role
models is important to decreasing the gender-gap in California’s public, 4-year
colleges and universities. In 1997 Scanlon did research which examined how the

41

process of mentoring was applied to the career development of women in
academic administration in an effort to increase the representation of women
administrators in higher education. Twenty years later, a similar research study
was led by Hill and Wheat (2017) wishing to contribute to the continued lack of
empirical research on the role of mentorship in women’s advancement to the
position of a college/university president. Hill and Wheat (2017) explored how
women who achieved the presidential positions of a college/university, or those
in key-line positions such as chancellors, vice presidents, provosts, vice
chancellors, deans, and directors viewed mentorships and role models, while
Scanlon’s (1997) research was exclusive to women having already achieved the
presidential role at a college/university.
Hill and Wheat (2017) used a postmodern feminist theoretical framework,
which focused on unveiling women’s suppressed knowledge to allow the female
administrators and presidents the ability to express the meaning and influence of
mentors and role models they experienced along their career paths. The
positionality of the researchers was noted in the study to allow insight to the
researchers being White, middle-class women with Ph.D. degrees, holding
faculty positions in the School of Education at research universities, and how
mentorships have positively affected their careers as doctoral candidates and
educational researchers. Scanlon (1997) used a longitudinal research design, an
ethnographic study of the mentoring process, and literature derived from both
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theoretical and research perspectives containing testimony to the values of
mentoring for those aspiring to senior administrative roles (Scanlon, 1997, p. 3).
The Hill and Wheat (2017) study employed a feminist qualitative design to
understand how the female leaders who participated in the study made meaning
of their career experiences with mentors and role models (Hill & Wheat, 2017, p.
2095). The focus of feminist qualitative research is to understand how women’s
experiences are structured in society and to challenge the social inequalities.
Study participants were required to have at least one year of experience in their
current administrative role, and be employed at an institution officially designated
under the Carnegie Classification System as a type of university. The participants
were recruited through an internet search of websites for universities located in
the southeastern region of the United States, regional professional leadership
organizations in higher education, and national professional leadership
organizations in higher education. Forty potential participants were identified
which included seven female university presidents, and 33 university women
leaders in key-line positions to the presidency. The final number of participants
was 16.
Of the participants in Hill and Wheat’s (2017) study, 14 of the 16 female
participants serving in key-line positions of university leadership or presidencies
in the U.S. (4 current university presidents, 11 university women currently serving
in key-line administrative positions, and one female retiree from a key-line
administrative position) reported not having a primary mentor who sponsored
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their career. Fourteen of the participants identified as White/Caucasian and two
identified as Black/African American. Fourteen of the participants held a
doctorate and two of the non-academic key-line administrators held a master’s
degree. This participant group ranged in age from 39 – 70, with a median age of
62 and most had over 20 years of full-time experience working in higher
education. Hence when their careers began decades ago, the pool of possible
women mentors and role-models available to the participants in the study had
been very limiting early in their careers. Only the youngest participant reported
having a woman mentor available to sponsor her career at a pivotal point in her
career.
The primary source of data for Hill and Wheat (2017) was received from
in-depth, semi-structured interviews conducted either face-to-face or via
telephone, whichever the participant preferred. Sample questions included: 1)
What career path did you take to your current leadership position? 2) What role
have mentors and role models played in helping you to advance to your current
leadership position? 3) Have you had more male or female mentors and role
models? and 4) How has your gender or other life roles (such as family roles)
shaped your leadership experiences?
The differences between a role model, a mentor, and a non-traditional
mentor were similarly defined by both Hill and Wheat (2017) and Scanlon (1997).
A role model was defined as someone whose behavior in a particular role is
imitated by others (Hill & Wheat, 2017). A mentor was described as an
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experienced individual who can provide a mentee with assistance and guidance
towards meeting goals in a professional career. A non-traditional mentor was
often an informal influencer such as a family member or friend who is respected
and admired. Women’s relationships with mentors, role-models, or non-traditional
mentors influence their career paths by helping to build their self-esteem and
self-confidence by encouraging the mentee that she is intelligent, capable, and
worthy of the next level of responsibility (Hill & Wheat, 2017). A mentor, rolemodel, and non-traditional mentor can also help advance the career of a mentee
by legitimizing the mentee’s abilities to other leaders within the organization who
may have never known the mentee otherwise. Scanlon (1997) went so far as to
describe a mentor as a “Talent Scout” and a “Gatekeeper” of organizational
leadership (Scanlon, 1997, p. 2). Not only does a mentor, role-model, and nontraditional mentor help elevate the career of the mentee, but the mentor can also
provide social support as needed (Hill & Wheat, 2017, Scanlon, 1997).
Scanlon (1997) found that women aspiring to hold senior administrative
roles in California’s public, 4-year colleges and universities did give credit to at
least one mentor, role model or a non-traditional mentor for aiding them with the
advancement of their careers. Several participants even recognized having
multiple mentors, role models and/or non-traditional mentors at various points in
their careers. However, Hill and Wheat (2017) attested to findings that
contradicted the level of importance Scanlon (1997) placed on mentorships for
accomplished women in academia. Hill and Wheat (2017) found that the support
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of a mentor, role-model or a non-traditional mentor, while helpful, is not career
creating, nor is the lack of a mentor, role-model or a non-traditional mentor
career destroying.
The significant difference in the Hill and Wheat (2017) and Scanlon (1997)
participants is the path the participants took towards an administrative role in
California’s public, 4-year colleges and universities. The Hill and Wheat (2017)
subjects reported having “fallen up” into their senior administrative positions
rather than having begun their careers with aspirations of achieving a senior
administrative role in higher education. Turner, et al. (2013) support the dominant
premise that women who have become senior administrators in higher education
found their positions by accident or through a personal invitation rather than
having aggressively pursued the role. Many of the Hill and Wheat (2017)
participants who began their careers as faculty members attributed their early
lack of leadership aspirations to their feelings of satisfaction found in teaching
and researching duties of their faculty roles (Hill & Wheat, 2017, p. 2099). Hence,
many of these women did not realize the need to have mentors and role models
with university leadership experience at an earlier point in their careers (Hill
&Wheat, 2017, p. 2099). Whereas the subjects of Scanlon’s (1997) study aspired
for senior administrative positions in higher education early in their careers and
recognized the need to have other powerful leaders “vouch for them” (Scanlon,
1997).
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Much of the research on mentoring and female leaders in higher
education indicates that a mentor or role-model did however, play a secondary
role in the career advancement of female leaders, and that most mentors and
role-models were cross-gendered (Hill & Wheat, 2017). It is highly possible that
due to the gender disparities in California’s public, 4-year colleges and
universities administration, women working in higher education have greater
access to male mentors than they do to female mentors (Hill & Wheat, 2017).
The participants of both the Hill and Wheat (2017) and Scanlon (1997) studies,
who have achieved a presidency position in higher education recognized the
value of a mentor, and believed that without the mentor, moving up the
administrative ladder of higher education would have been much more difficult.
As a result, they did not have a problem learning from a cross-gendered mentor.
In fact, some female presidents felt it was to their advantage to have had a male
mentor who helped them navigate the internal power structures, and learn to be
more assertive (Scanlon, 1997). Still other female presidents believed the
mentors’ gender was important to the effectiveness of the interactions between
the mentor and mentee and strongly preferred a same-gender mentor to that of a
cross-gender mentor (Hill & Wheat, 2017).
The limitations of these two studies included the participants being all
women with current or recent experience holding key-line administrative roles or
university presidencies. Also, the use of qualitative design did not allow for
generalization of the research findings (Hill & Wheat, 2017). The final limitation to
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these studies was the lack of importance or impact credited to a non-traditional
mentor such as a family member or friend who is respected and admired. A nontraditional mentor is often times the most impactful mentor to a Hispanic woman
preparing for a senior administrative position in any organization because of
cultural connections and cultural experiences they share.
Mentoring for Hispanic Women
As part of the minority gender and minority race, minority women are
extremely under-represented in higher education as administrators and faculty
members. They are more likely to be hired into lower level administrative
positions and carry out policy rather than help create policy (Crawford & Smith,
2005). A multi-methodological study by Macias (1994) examined the career
advancement of Hispanic women administrators in higher education. The study
was concerned with the perceptions of Hispanic females in higher education
administration, with regards to barriers to career mobility and identification of
success factors (Macias, 1994). Macias (1994) identified internal and external
variables, including the availability of a mentor, as influential to Hispanic women’s
career growth. The study explored mentoring as a variable and its perceived
impact on the career advancement of Hispanic women (Macias, 1994). A
qualitative research design was used because the study involved perceptions of
a phenomenon from the eyes of the subjects (Macias, 1994). To find participants
for the study, Macias (1994) searched colleges and universities within the United
States using a database containing the names and titles of women administrators
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with Hispanic surnames. The search produced 53 Hispanic females possessing a
dean or associate dean level position.
A questionnaire containing 37 fixed-choice and open-ended questions was
mailed to the population of the identified 53 Hispanic females. The questionnaire
was divided into four sections that focused on (1) Personal information such as
ethnicity, birthplace, marital status, primary language, etc. (2) Professional
information such as position, title, length in position, previous positions,
involvement in leadership programs, number of mentors as a professional and as
a student, etc. (3) Institutional information such as type (public or private),
student population, location and (4) Personal advice for other aspiring Hispanic
women. The questionnaire was accompanied by a letter which identified the
purpose of the survey, who was conducting the research, the research topic, and
why a high response rate was important (Macias, 1994). One week after the
questionnaire was sent, a follow-up letter was mailed to those who had not yet
responded. Forty-one of the 53 surveys were returned with useable data, which
equated to a successful 77% response rate.
Descriptive statistics were analyzed and reported using Starview 512, a
statistical software program (Macias, 1994). Macias utilized responses to the
personal information questions (section 1), or the lack of responses, to questions
regarding having children, or having a spouse, to identify how many of the
participants had a spouse and/or a family, and how many did not. Knowing the
number of participants having a spouse or family is relevant because it
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influenced the answers and observations related to mentors, role-models and
non-traditional mentors. The data responses revealed the sources, and to what
extent Hispanic women felt supported by a mentor, role-model or a nontraditional mentor:
•

Section 1 – Personal Information
o 78% reported family and friends had a positive to moderate
influence on their career development.
o 44% reported spousal support to be a positive influence on their
career development.
o 27% indicated spousal support to be a moderate influence on
their career development.

•

Section 2 – Professional Information
o 78% responded that peer support had a positive to moderate
influence
o 70% reported support from Hispanic administrators had a positive
to moderate influence on career advancement
o 80%of non-Hispanic administrators were reported to have a
positive to moderate influence on career advancement
o 73% reported Non-Hispanic male mentors to have a moderate to
positive influence on their career
o 19 reported Non-Hispanic female mentors to have a moderate to
positive influence on their career
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•

Section 4 – Personal Advice for Aspiring Hispanic Women
o 10% encouraged other Hispanics to engage a mentor
o 22.5% commented on continuous support of one’s Hispanic culture
and staying connected to other Hispanics in the organization
o 4 of the 5 responses under the cultural barriers warned of Hispanic
men being apt to derailing the careers of Hispanic women

The researcher used the Miles and Huberman’s pattern coding technique to code
the participant’s responses relevant to mentoring. Responses from 78% of the
participants indicated they did have a mentor, 17% indicated they did not have a
mentor, and 5% of the participants did not respond to this question. Responses
to mentoring as a factor for Hispanic women revealed patterns of motivation and
support, advice regarding organizational policies and politics, and direct career
help by promotion or recommending for positions relative to career mobility and
access.
Motivating and supportive comments included testimonies of how mentors
“motivated” the mentees to apply for other positions, pushed them to become
more involved, and helped others realize the potential of the mentee. Mentors
were recognized under the politics umbrella as having played a significant role in
educating the mentee on campus policy and culture, and for teaching mentees
the “rules of the campus” game. The mentee’s referred to having received direct
career help from mentors when the mentor encouraged the mentee to return to
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college to obtain the next level degree, or when the mentor provided direct
feedback regarding professional behavior.
The Crawford and Smith (2005) research indicating that mentoring as a
way to increase job satisfaction is absent for minority women in higher education
due to a lack of available mentors, is in clear opposition of Macias’ (1994)
findings which report 78% of Hispanic women having had a mentor. However,
both Crawford and Smith (2005) and Macias (1994) do agree that not having a
mentor may be a barrier for women, but more difficult for minority women
administrators because mentors often choose mentees who are similar to
themselves physically, socially and ethnically (Macias, 1994, Scanlon, 1997,
Ayman & Korabik, 2010). Although American colleges recruit minority women
into the teaching profession, more development, nurturing, and mentoring is
needed to enhance the participation of these minorities (Crawford & Smith, 2005)
especially since Catalyst (2019) and Chin & Sanchéz-Hucles (2007) project by
2045, the United States will become a “majority-minority” nation in which
Hispanics of all ages will constitute more than 50% of the total population.
Same-Gendered Mentoring
The purpose of the Edds-Ellis and Keaster (2013) qualitative study was to
prepare and increase the number of female leaders in higher education by
drawing on the career and leadership experiences of current female leaders
through same-gendered mentoring (Edds-Ellis & Keaster, 2013, p. 1). The
researchers sought to understand and gain insight into the perception of female
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leaders in higher education who were mentored by same-gender mentors as part
of a nationally recognized, formal mentoring program. Similar to the findings of
the Hill & Wheat (2017) study, Edds-Ellis and Keaster (2013) believed developing
relationships with an already accomplished, successful female leader would
allow aspiring female leaders to acquire a true understanding of leadership roles
in higher education through a feminist lens.
Edds-Ellis and Keaster (2013) identified the American Council on
Education’s (ACE) formal leadership development and mentorship program
known as ACE Fellows as the formal mentoring program from which to recruit
participants. The American Council on Education (ACE) is a membership
organization that mobilizes the higher education community to shape effective
public policy and foster innovative, high-quality practice (ACE Fellows program).
The ACE Fellows leadership development and mentorship program was
implemented in 1965 and has had more than 2,000 vice presidents, deans,
department chairs, faculty and other emerging leaders participate (ACE Fellows
program). As an organization, ACE works towards advocating for public policy
that improves equity, expands access, and diversifies the higher education
leadership pipeline at 2-year, and 4-year public and private colleges/universities.
The program requires active participation and includes seminars, campus visits,
team-based projects and case studies. The program commands a one-year
commitment from participants and the sponsoring campus or university.
Participants who meet the stringent program requirements can apply for
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acceptance, or be nominated by the President or Chief Academic Officer of an
ACE member institute.
Edds-Ellis and Keaster (2013) chose to recruit participants from the ACE
Fellows leadership development and mentorship program for two distinctive
reasons. One reason being that the ACE Fellows leadership development and
mentorship program is well respected among higher education leaders as the
premier leadership preparation program in academia and the organization has a
stellar record in that regard (Edds-Ellis and Keaster, 2013). The second reason
centered on participants being required to engage in a Mentor/Fellow relationship
with a college or university president or other senior administrators (ACE Fellows
program).
In addition to having completed the ACE Fellows program, Edds-Ellis and
Keaster (2013) added additional study-participant criteria that resulted in a limited
study population of only eight female administrators. The additional studyparticipant criteria required by the researchers included (a) the mentees having
participated in the ACE Fellows Program within the last six years, (b) female
participants having been assigned to a same-gender college or university
president or other senior administrator mentor, and (c) participants were required
to live within a specific geographical area. As an ACE Fellow, the mentee
shadowed her female mentor in “on-the-job” activities and experienced real life
situations, which exhibited the demanding expectations and multifaceted roles of
leadership in higher education. This first-hand experience was expected to
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enable the aspiring female leaders in higher education to make informed
decisions about their own careers (Edds-Ellis and Keaster, 2013).
Semi-structured, individual interviews were held with each of the eight
mentees to learn about the messages and advice they received from their
mentors. The open-ended interview questions focused on the overall mentoring
experience, gender issues, and advice received during the formal mentoring
program by asking the mentees to describe their experiences as a mentee in the
ACE Fellows program. The researchers solicited the mentees for memorable
messages they had received from the female mentors during the mentorship,
and isolated any gender-related advice received by mentees. During the
interviews, a feminist lens was used to explore the messages and advice offered
to the mentees by their same-gender mentor (Edds-Ellis & Keaster, 2013). The
level of impact the memorable messages and advise had on the mentee was
evaluated by asking the mentee to elaborate on the magnitude the mentoring
experience had on the mentee as a leader. Content from the eight interviews
were compared and categorized. In addition to confirming that acceptance to a
formal mentorship program is meaningful and received as a positive leadership
experience for aspiring female leaders, the categorizing of the data yielded eight
other themes related to same-gender mentoring in higher education (Edds-Ellis &
Keaster, 2013).
The data revealed that same-gender mentorships create a dynamic
communication interaction that improves the mentoring benefits received (Edds-
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Ellis & Keaster, 2013, p. 3). The mentees agreed that had their mentor been
cross-gender, the open dialogue would have been limited. The female-to-female
conversations provided the opportunity for a female mentee to gain female
advice on matters that she would not have felt comfortable discussing with a
male mentor. These topics included questions/comments related to how difficult it
is to be a woman in higher education, gender-related issues, and how to balance
family and work. The mentees suspected a cross-gender mentor would have
perceived these questions as a sign of weakness (Edds-Ellis & Keaster, 2013).
A theme regarding interpersonal comfort levels of communication between
the same-gender-mentor and mentee also appeared in the data. The data
asserted that the mentor and mentee sharing the same gender, established an
instant rapport through having similar and common life experiences, which
created a level of interpersonal comfort (Edds-Ellis & Keaster, 2013). Some of
the specific findings under this theme included the mentor’s ability to openly
discuss how it feels to be “underestimated and underappreciated” as a female
leader, family dynamics, and personal appearance themes that touched on dress
attire, and working out.
All mentees commented on interpersonal comfort being present when they
had to travel with a same-gender mentee that is not present when traveling with
a cross-gender mentee (Edds-Ellis & Keaster, 2013). As a female, when traveling
with a female mentor there is a lessened awkwardness of focusing on what
actions are appropriate or what actions could be personally/sexually
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compromising. One participant felt there would be missed opportunities to travel
with a cross-gender mentor because of perceptions, and simply to avoid the
awkwardness described by other participants (Edds-Ellis & Keaster, 2013).
Two themes emerged relative to guidance and advice in the form of
memorable messages. The first theme being the memorable messages which
educated the mentee on the norms, values and expectations of higher education
leadership (Edds-Ellis & Keaster, 2013). Some of the examples were similar to
simple phrases or adages such as, “Never act as though you are the smartest
person in the room,” or “have at least one ally in every meeting.” The second
theme related to memorable messages that relayed an understanding for the
opportunities and challenges associated with female leadership (Edds-Ellis &
Keaster, 2013). For example, the mentees realized that men are judged on their
basis of competence and women are judged on likability (Williams, 2004). The
women in this study learned the need to combine feminine leadership with
masculine values to find ways to operate as effective leaders in higher education
(Edds-Ellis & Keaster, 2013).
The way in which same-gender, formal mentoring influenced the mentee’s
pursuit of professional goals was another emergent theme from within the data
(Edds-Ellis & Keaster, 2013). All eight of the mentees completed the mentorship
with the confidence that they could successfully do the job of a college or
university president because they had stepped out of their comfort zones during
the “on-the-job” shadowing and as a result, increased their own level of
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confidence in themselves. However, Edds-Ellis and Keaster (2013) noted that at
the time of the interviews, only 1 participant was in the final stages of interviewing
for the role of a university president, 3 participants no longer had a desire to
pursue a college or university presidency position, and 4 participants claimed
they would still consider pursuing a college or university presidency role but the
decision would be dependent upon other personal factors such as health, family,
and mobility.
Two similar themes identified how the ACE Fellows formal mentoring
program shaped the mentees’ perspectives on mentoring other aspiring women,
and on the advice they would share with their future mentees. Each of the eight
participants had a positive perspective and outlook on becoming mentors to other
aspirant women leaders in higher education and commented on preferring the
“hands on” approach taken in the formal ACE Fellows program (Edds-Ellis &
Keaster, 2013).
The final emergent theme from the Edds-Ellis and Keaster (2013) study
was the realization that leadership skills learned from a formal mentorship
program are transferable outside of the organization. The participants shared
stories of how they applied their leadership skills learned from the same-gender
mentor to their other roles in life, which included being a community member, a
mother, and a significant other (Edds-Ellis & Keaster, 2013, p. 7).
While the participants of the study led by Edds-Ellis and Keaster (2013)
favored the same-gender mentor over a cross-gender mentor, it is just as
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important for women leaders in higher education pursuing senior administrative
roles to also establish cross-gender connections. Establishing cross-gender
connections in higher education is critical for women leaders in higher education
who are pursuing senior administrative roles because men still occupy the
majority of executive positions in higher education (Catalyst, 2019, Eagly &
Karau, 2002) and could provide insight and guidance on career advancement
within academia.
Even though women have learned to combine feminine leadership with
masculine values to find ways to operate as effective leaders in higher education
(Edds-Ellis & Keaster, 2013), and research has been done to examine the
differences between the way men and women are perceived in academe (Webb,
2010), in leadership (Chin & Sanchéz-Hucles, 2007) and at home (Acker, 2012),
women still find themselves working to overcome gender biases and stereotypes
that men do not encounter in leadership roles within higher education. As gender
role behaviors begin to reflect the multiple identities of leaders and influence
leadership styles (Chin & Sanchéz-Hucles, 2007), strategies allowing women in
senior administrative leadership positions in California’s public, 4-year colleges
and universities to seamlessly transition between their intersecting identities
need to be recognized and accepted without career penalties.
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Intersectionality
“Intersectionality” a rather recent term and theory accredited to Kimberlé
Williams Crenshaw in 1991, illuminates the idea that people have multiple
realities that overlap and intermingle, leaving women, and women of Color,
“doubly” disadvantaged, if not more (Harris & Leonardo, 2018). Most studies of
the production of class, gender, and racial inequalities in organizations have
focused on only one of the categories, rarely attempting to study them as
complex, mutually reinforcing or contradicting processes (Acker, 2006) as
Crenshaw (1991) did in the theory of Intersectionality. The low percentage of
women in senior administrative leadership positions in California’s public, 4-year
colleges and universities can be attributed to a lack of acquiescence and/or
appreciation of the many realities that intersectionality can produce when
nurtured rather than ignored or worse, disregarded.
Mason and Goulden (2004) shared examples of how women in academe
are negatively impacted by the rules of tenure which favor men as breadwinners
by disregarding intersectionality. In this study which examined 160,000 people
who earned Ph.D.s between 1978 – 1984, the researchers found that only 56%
of women who had babies earlier in their careers were tenured 14 years after
earning their doctorate as opposed to the 77% of men tenured 14 years after
earning their doctorate who also had babies earlier in their careers (Mason &
Goulden, 2004). The intersectionality at play in this part of the study included the
women’s roles as mothers and faculty compared to fathers and faculty. The
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same study compared the intersectionality of marital status, faculty member, and
homemaker roles and reported that 52% of men owning these three roles have
stay-home wives who handle the “kids and the home upkeep,” which allows for
them to work longer hours than the 91% of women owning the same three roles
who don’t have stay home partners. The Theory of Intersectionality helps to
explain why women, “leak” out of the senior administrative role pipeline at a
much faster rate than men (Wolfinger, et al. 2008), while also exposing how
multiple career and family constraints impede women from elite promotions
within California’s public, 4-year colleges and universities.
The Motherhood Penalty
Correll, et al. (2007) believed the views of mothers as being less
committed to their work than male and female counterparts who are not parents,
continued to drive discriminatory hiring, promoting and salary decisions against
mothers, and set out to understand this connection which they referred to as the
Motherhood Penalty. The Motherhood Penalty is defined simply as [Gender of
applicant x parental status] (Correll, et al., 2007). Correll, et al. (2007) conducted
a two-part study that examined how women fulfilling intersecting roles such as a
mother, a wife, and an employee, are treated by recruiters and organizations
looking to fill open job positions. The researchers aimed to investigate the
premise that mothers suffer an approximate 5% wage penalty per-child that
fathers do not experience, and corroborate whether or not the pay gap between
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mothers and non-mothers is larger than the pay gap between men and women
(Correll, et al. 2007).
Correll et al. (2007) believed the disadvantages in the workplace for
women with children existed because those doing the hiring often possessed
cultural beliefs which identified mothers as homemakers and caregivers, rather
than as employees and leaders. Correll et al. (2007) conducted a laboratory
experiment using paid undergraduate volunteers, and an audit study of actual
employers to determine the penalty of intersectionality upon women with children
in the workplace. Both studies pursued answers to the following research
questions as they relate to working women with children in corporate America
and intersectionality: (1) Why would being a parent lead to disadvantages in the
workplace for women? (2) And why might similar disadvantages not occur for
men?
The study conjectured that discriminatory thoughts associated with female
parents led to biased human resource decisions such as hiring, promotions,
training opportunities, and salary increases that continue to perpetuate the
gender gap in positions with high responsibilities such as higher education senior
administrators. The authors of this study focused on what is referred to as the
Motherhood Wage Penalty and provided various explanations for its existence as
noted by several researchers before them, including Becker’s (1985) “work effort”
hypothesis which claims that women spend their energy on caring for children
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and maintaining households which leaves little to no energy to be spent working
outside of the home.
A laboratory experiment used paid undergraduate volunteers and was
organized to evaluate the hypothesis that the Motherhood Wage Penalty was
driven by cultural beliefs, and negatively impacted women with children in the
workplace. The audit study used actual organizations, and was aimed at proving
employers acted upon implicit biases that discriminated against women with
children, when making assessments that affected hiring, promotions and
salaries. The laboratory design took the experiment a few steps further than the
audit study by also seeking to determine if the Motherhood Wage Penalty
impacted both White women and women of Color, and if so, how balanced was
the impact. The laboratory experiment also allowed for comparisons between
women without children to men without children, and mothers to fathers.
The Laboratory Experiment. This experiment involved 192 (84 men and
108 women) paid undergraduates between the ages between 19 and 28 years
old, who believed they were volunteering to rate equally qualified applicants for a
California based start-up communications company searching for someone to
head the new East-Coast marketing department. Data from four of the
undergraduate volunteers was excluded at their request, leaving an effective
sample size of 188 undergraduate volunteers who evaluated and rated the
equally qualified applicants. The laboratory environment was very much
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controlled by the researchers to ensure the undergraduate volunteers were not
disturbed by phone calls, or by having other people in the room.
As previously mentioned, the laboratory experiment sought to determine
how the Motherhood Wage Penalty impacted White women compared to women
of Color, women without children to men without children, and mothers to fathers.
This was done by pairing application materials which consisted of a résumé, a
fact sheet, and a short memo, by race and gender to produce four experimental
conditions where the undergraduate participants rated one parent and one
nonparent applicant who were either African-American men, African-American
women, White men, or White women (Correll, et al., 2007). The memo was a
document of notes believed to have been captured by a human resources person
from the hiring organization during an initial screening of the applicant. The fact
sheet gave a quick synopses of data not listed on the résumé such as grade
point averages. The résumés listed typical data that was similar amongst all
applicants such as approximately 7 years of work experience, and a bachelor’s
degree.
Race and gender of the applicants were manipulated by the first names
used for the applicants; Allison and Sarah (White females), Ebony and Latoya
(African-American females), Tyrone and Jamal (African-American males), and
Brad and Matthew (White males) (Correll et al., 2007). Résumés and the human
resources memo contained subtle comments that manipulated the parental
status of the applicant. For example, some résumés referenced a volunteer
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activity that was related to children such as the Parent-Teacher-Association
(PTA) to create the parent image, and non-parent résumés listed volunteer work
for local government associations instead of a parental organization. The notes
from the human resources coordinator contained references such as “parent to
Tom and Emily” on the parent files or “married to John” on the non-parent files
(Correll et al., 2007). The male and female undergraduate participants were
randomly assigned to one of the four conditions, and each pair of application
materials included 1 parent and 1 non-parent file.
The Audit Study. The audit methodology combined experimental design
with real-life settings, and isolated a characteristic of interest such as race or
gender, while testing for discriminatory behavior (Correll, et al., 2007). For this
audit study, the researchers submitted 1,276 fictitious résumés and cover letters
from a pair of equally qualified applicants to 638 different organizations that
advertised in a Northeastern city newspaper for entry and mid-level marketing
and business openings, over an 18-month period. Job openings were randomly
assigned to either the male or female pair of applicants, and each pair also
contained 1 parent and 1 non-parent. Paired résumés were submitted at least
one day apart to avoid suspicion of the similar documents. Gender and parental
status were manipulated on the résumés and cover letters similar to the
laboratory experiment; race was not involved in this study. Researchers
monitored the number of call backs each applicant received, and considered an
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invitation to interview in person or over the phone, a callback (Correll, et al.,
2007).
Experiment and Audit Results. T-tests to compare the means and Z-tests
to compare the proportions of the ratings of the experiment laboratory, assigned
by the undergraduate volunteers of the equally qualified applicants, were
reviewed for male and female applicants, African-American and White applicants,
and mothers to non-mothers. Multivariate models were used to breakdown the
results by subject gender and race of the applicants (Correll, et al., 2007). As the
researchers had predicted, competence ratings for mothers was 10% lower than
for non-mothers, and commitments ratings were 15% lower than women without
children. Mothers were also held to stricter performance standards such as the
number of tardies that were deemed acceptable and requiring to score higher on
performance exams before being considered for other opportunities or programs.
Ultimately, the undergraduate volunteers recommended to hire the non-mothers
84% of the time, and only 47% of the time for the mothers who had identical
qualifications.
The Motherhood Wage Penalty was evident in this laboratory experiment
as the undergraduate volunteers recommended starting salaries for mothers that
were $11,000 (7.4%) less than salaries offered to non-mothers and 8.6% less
than salaries offered to fathers. The ultimate validation of the Motherhood Wage
Penalty was realized by the recommendations of the undergraduate volunteers to
hire fathers over non-fathers, the ratings of fathers to be significantly more
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committed to their job than non-fathers, and by the higher starting salaries that
were recommended to the fathers in comparison to the non-fathers and mothers
(Correll, et al., 2007). Correll, et al. (2007) concluded that when evidence of
being a mother is provided, it leads to discrimination against mothers, however
being a father often led to advantages in favor of the fathers.
The audit study results suggested that real employers do discriminate
against mothers (Correll, et al., 2007). Childless women received 2.1 times as
many callbacks from the hiring organizations and were recommend for hire1.8
times as many as the equally qualified mothers, which were similar findings to
the laboratory experiment results. Fathers also received more callbacks than
mothers in the audit study indicating that having children was not the issue,
rather being a woman with children was the issue. These findings support the
argument from Williams (2004) which attests that women who had children soon
after they received their PhDs were much less likely to achieve tenure in higher
education than men who had children on the same schedule, which ultimately
contributes to the absence of women administrators in higher education.

Summary
Leadership has been predominantly a male prerogative in corporate,
political, military, and other sectors of society (Eagly & Karau, 2002, Turner, et
al., 2013). Barriers and hurdles such as equal pay amongst men and women, the
lack of a formal mentorship program, learning to balance a family and a career,
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and overarching stereotypical views of women, work in opposition of women to
create an “invisible ceiling” (Ehric, 1994) or the labyrinth (Eagly & Carli, 2007).
However, the image of leadership in the American workforce and in higher
education continues to evolve, and there is a new recognition forming of the
importance and need for the leadership traits associated with women leaders
(Ayman & Korabik, 2010).
Although women have gained increased access to supervisory and middle
management positions, they remain quite rare as elite leaders and top executives
(Webb, 2010, Eagly & Karau, 2002, Turner, et al., 2013). Women who aspire to a
senior administrative role within California’s public, 4-year colleges and
universities should possess an understanding of the problems that keep them
from advancing at the same rate as men in higher education, an awareness of
the knowledge and skills needed to succeed as an administrator, and believe that
their goals are attainable (Turner, et al., 2013). The intersectionality theory can
improve the awareness of this knowledge by helping women and male leaders
understand and recognize “why” women with multiple realities including gender,
race and class, are overlooked for promotions, awarded lower salaries, or
required to outperform male leaders for equal recognition.
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CHAPTER THREE
RESEARCH DESIGN AND METHODOLOGY

Introduction – Purpose of the Study
The purpose of this study is to help reduce the genderunderrepresentation of women in senior administrative roles within California’s
public, 4-year colleges and universities. Examining the ideology of leadership
within higher education through a gendered lens will ascertain whether or not
leadership continues to prevail as a male prerogative in academia which
prolongs the gender disparity recognized in the 20th century (Gallant, 2014).
While education is recognized as a field dominated by women,
educational governance and administration strongly resembles a patriarchal
society that continues to overlook and discount the leadership abilities of women
(Wolfinger, et al., 2008, Turner, et al., 2013), especially women of Color (Macias,
1994). This study will weigh the self-reported leadership experiences of women
who have achieved administrative leadership roles within higher education to
ascertain how their intersecting identities and feminism helped and hindered their
career paths. This narrative inquiry study will steer towards recognizing,
analyzing, and replicating the positive, lived experiences, proficiencies and
behaviors of the elite women who have achieved the rank of a senior
administrative leader within higher education. Ultimately adding to existing
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research by helping to eradicate the ambiguity feeding the gender gap amongst
administrative leaders in higher education.

Research Methods
This study of underrepresented women administrators in California’s
public, 4-year colleges and universities will employ a narrative inquiry
methodology which will focus on, and emphasize the lived experiences of the
participants, rather than merely focusing on the gender gap phenomenon in
senior administrative roles within higher education. Falling under the narrative
inquiry umbrella, narrative analysis will be conducted to examine how participants
retell the stories of their lived experiences. The researcher will attempt to uncover
the meaning behind the chosen stories, and identify the emotions associated with
these stories in order to learn more about the social impact of Feminism,
Intersectionality and Genderism theories. This narrative inquiry will have a postpositive perspective, relying on the world view that each participant has selfconstructed the selected life experiences to be shared based on her overlapping,
marginalized identities associated with being a woman (Chin & Sanchéz-Hucles,
2007).
This study is exploratory in the sense that the researcher is approaching
the study without any preconceived notions nor expectations concerning how the
theories of Feminism, Intersectionality and Genderism will influence the
qualitative data that participants will reveal in the form of emotions and livedexperiences. The objective of this narrative inquiry study is to allow participants
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the opportunity to self-reflect, and openly share their life experiences through a
gendered lens without bias (Madison, 2012). Capturing the personal and
professional experiences that each participant chooses to reveal as having been
career enhancing is the key to gender parity in higher education senior
administration.

Instrumentation
The primary instrument for this narrative inquiry study will be individual,
unstructured interviews that focus on the gendered experiences of each subject
(See appendix B). The researcher will utilize conversation generating questions
which are open-ended to initiate dialogue with the participants relative to how
they navigated climbing the academic ladder. The researcher will focus on
gendered experiences such as intersectionality (Crenshaw, 1991), the
motherhood penalty (Correll, et.al, 2007), gender and workplace biases (Bendick
Jr. & Nunés, 2012), gendered wage gaps (Blau & Kahn, 2007, Castilla, 2008),
and gendered leadership ideologies (Ayman & Korabik, 2010) that caused career
detours.

Data Collection
Upon approval of the IRB application, the researcher will contact each
possible participant to share an overview of the study, introduce the researcher,
and request her participation in the study. Once a minimum of three participants
having three different, distinctive racial profiles (White, African-American, Latina,
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or Asian) are identified through a demographic and personal questionnaire (see
appendix A), and are willing to participate in the study, the researcher will obtain
completed consent forms and request curriculum vitae from each participant to
learn about their career paths. Ultimately, other supporting documents related to
the participants such as publications, press releases written about the subjects,
and institutional reports and survey data from the colleges and universities where
the participants hold or held leadership roles will be studied by the researcher to
help create reflexive engagement throughout the study.

Data Analysis

The researcher will analyze what was observed, heard, and read (Glesne,
2016), using a comparative, narrative analysis approach. The narrative analysis
approach derived from research done by Paul Ricoeur connects time and
personal storytelling in research (Da Fina, Georgakopoulou, & Barkhuizen,
2015). Narrative analysis is currently experiencing noteworthy growth in social
science research due to its ability to support empirical evidence (Franzosi 1998).
Although some researchers in opposition of this fairly modern analysis approach
have described narrative analysis as an intellectual fad (Da Fina, et. al, 2015),
the researcher of this study is steadfast in having determined narrative analysis
to be the germane method for analyzing the self-proclaimed leadership
experiences of the participants because the retrospective dimension of how their
overlapping identities of oppression steered their academic careers can only be
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expressed by them. Hence, the researcher will deconstruct the storytelling of the
participants to configure similar emotional experiences the participants may have
had (Kleres, 2010) and determine underpinning theories.
The narrative storytelling of the participants will be analyzed to understand
how feminism and genderism affected the academic careers of the participants,
and how each participant tells her story rather than consolidating the stories into
themes or patterns (Glesne, 2016) which would ultimately construct a false
consensus (Da Fina, et al., 2015). As a narrative analyst, this researcher will
focus on connecting the subjects’ rise in academia to the lived experiences the
participants reveal to promote an increased representation of women as senior
administrators in California’s public, 4-year colleges and universities.

Validity and Reliability
Madison (2012) shares advice to researchers relaying a message to start
your research from where you are and where you have been; rely upon your life
experiences to develop questions about a particular phenomenon and why it is
important. Madison (2012) proceeds to elaborate on the importance of a
researcher looking into his/her own life and questioning what is wrong with the
world from his/her own perspective; discovering what one is passionate about will
drive the research. This researcher is aware of the need to separate personal
experiences and biases of senior administration in higher education from the
unstructured interviews to be held with the subjects.
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Limitations
A limitation of this study is that the theory of intersectionality (Crenshaw,
1991) is not an actual scientific “theory” that can generate testable predictions
about the world, rather, intersectionality is limited to only being able to enhance
empirical methods of observation (Harris & Leonardo, 2018, p. 7). A second
limitation of this study is that the narratives of the subject’s career experiences
are self-reported and do not seek the perspective of others who may be
described by the participants as the antagonist. The last limitation of this study is
pointing the finger at the theories of feminism, genderism an intersectionality to
explain every obstructed career opportunity that was experienced by the
participants.

Delimitations
Research shows that women holding senior administrative positions within
California colleges and universities are under-represented at research
institutions, while having a higher representation at the Community College level
(Webb, 2010) and at private institutions (ACE Fellows program). Concentrating
this study on California’s public, 4-year colleges and universities will result in a
lower pool of women meeting the study requirements of holding a senior
administrative role at a public, 4-year college or university within the single state
of California. Another delimitation to the study and a possibility for future
research, is the decision to exclude women of academia who are currently in the
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pipeline and/or are being mentored towards becoming senior administrative
leaders within California’s public, 4-year colleges and universities.

Summary
A narrative inquiry study, using narrative analysis will be employed to
share the lived, career experiences of women holding senior administrative roles
in California’s public, 4-year colleges and universities through a gendered lens.
The researcher will capture the participants’ academic, and life-experiences
trodden by feminism, genderism or intersectionality to increase the
representation of women in senior administrative roles (Chin & Sanchéz-Hucles,
2007) by inspiring others to question the implicit biases and organizational
cultures that maintain the patriarchal hierarchies within higher education.
This chapter provided the theoretical framework of the study, and the
narrative inquiry methodology. The narrative analysis will be influenced by the
three theories which include Feminism, Genderism, and Intersectionality which
will help direct the unstructured interviews and inspire memorable messages
(Edds-Ellis & Keaster, 2013) from women having already successfully navigated
the masculine climate of higher education (Webb, 2010, Eagly & Carli, 2007,
Eagly & Karau, 2002) to women currently in the academic pipeline of becoming
senior administrators within California’s public, 4-year colleges and universities.
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CHAPTER FOUR
RESULTS

Introduction
The theory of Intersectionality was utilized in this study to learn how four
women successfully navigated their intersecting identities while continuing to
advance their administrative careers in higher education. In particular, this study
depicts the participant’s career experiences through their personal narratives as
shared with the researcher in the form of written responses to a demographic
and positioning questionnaire, verbal responses to questions asked in an
interview with the researcher, public videos of interviews and campus events,
and written correspondences to the campus community found on the participant’s
campus website.
The purpose of this qualitative, narrative analysis was to understand and
substantiate the success stories of four women who achieved the highest ranking
administrative position within a 4-year, public university. Specifically, how each
woman conquered the patriarchal system of higher education while also
balancing the intersection of race, gender, motherhood, and her academic
identity (Crenshaw, 1991). Three of the four participants were personally
recommended to the researcher based on gender, race, and their known
willingness to participate in research studies. The fourth participant was found on
the University System’s website, which contained a directory of the system’s
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Presidents. The researcher selected one President from the University System’s
directory to contact based on gender and race. The researcher considered race a
key component to the study results to account for any possible implicit biases
and stereotypes that have been proven to influence perceptions and processes
related to employment decisions (Bendick Jr. & Nunés, 2012).
This chapter presents the findings from individual interviews with four
women currently serving in a Presidential role at a 4-year, public,
university/college that will challenge the glass ceiling phenomena in higher
education and instead, support Eagly and Carly’s (2007) labyrinth metaphor.
The labyrinth metaphor (Eagly & Carly, 2007) in contrast to the glass
ceiling metaphor, acknowledges that although women achieving powerful and
influential roles continues to be rare, a few women have achieved these
authoritative roles in industries that have traditionally been dominated by men
(Berg, 2020, Hill & Wheat, 2017). The subsequent narratives are taken directly
from the interviews with four women who have achieved such elitism, and reveal
how each participant makes sense of herself and the world of higher education
(Wells, 2011) through a gendered lens.
This researcher used QDA Miner Lite v2.08 to code the interview
transcripts and identify emerging themes. The findings of the study uncovered
themes related to career progression, mentors, family roles and support, and
words of advice for other women in the pipeline to a presidential role within
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higher education. The following research questions were sent to each participant
ahead of the scheduled interview:
1. Tell me about your career path – what positions you have held, including your
current position, what motivated you to go on this career path, and how did
you get to your final position?
2. In what ways did your family (parents, partner, children) support your career
moves and decisions? Please tell me some stories about their support or
lack thereof.
3. How did your mentors support you (or not) in achieving your career choices
and positions? Please give some example/stories about their support or lack
of support.
4. How do you support other women moving in their career pathways?
5. Share some stories about how you may have been impacted by your gender
or other workplace stereotypes/biases.
6. Please think about your child rearing time and how your career may have
been impacted by having children. Please tell some stories about how raising
children and your career path was impacted.
7. Please discuss how you have been active in promoting fair and equal wages
and in what ways have you been supportive of women’s career paths?
8. How would you like to have your leadership chapter defined relative to your
senior administrative roles?

Demographics of Participants
As mentioned in Chapter 3, once the IRB application was approved, the
researcher contacted each of the three intended participants via email and briefly
did a self-introduction, shared an overview of the study, and requested her
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participation in the study. The researcher initially intended to have three
participants with distinctive racial profiles that was to include a White, Latina and
Asian participant. However, when the researcher only received positive
responses from the Latina and the Asian participants, the researcher contacted a
fourth possible participant who could represent the White participant. Ultimately
both White participants agreed to participate, therefore the final count of
participants increased to four women and included two White women, one Latina,
and one Japanese-American woman; each currently serving as the President of
a 4-year, public university/college.
The four participants signed and returned to the researcher, a consent
form and a completed Demographic and Personal Positioning questionnaire; the
results of the Demographic and Personal Positioning questionnaire are displayed
in Table 1 below.

Table 1
Participant Demographics and Personal Positioning
Participant Age Group
Haruka

Race

Marital
Status
Japanese Married*

66 yrs. or
above
Susan
66 yrs. or
White
above
Leticia
56 – 65 yrs.
Hispanic
Deborah
56 – 65 yrs.
White
nd
* Current status of 2 marriage

Mother? # of Career
Relocations
Yes
4 or more

Widowed*

Yes

2

Married
Married

Yes
Yes

3
1
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The individual interviews were held virtually using Zoom Video
Communications software at a time that was convenient for the participants. An
hour of time was reserved for each interview but only one interview required the
full hour - the other three interviews averaged 42 minutes each. The researcher
gained permission from each participant to record the interview, which allowed
the researcher to actively listen to the participants for narratives that described
how feminism and genderism affected their academic careers, and focus on how
each participant told her story (Glesne, 2016). Anonymity was guaranteed to the
participants by the use of pseudonyms for the participants’ name and the public
university systems referenced. Each participant received a transcript of their
interview to check for accuracy and validity.
The ability to capture a lifetime of work within a one-hour interview is
unfathomable, hence the researcher prepared for each interview by reviewing the
university/college’s website to learn more about the participant. Each participant
was featured on her university/college’s website under the Chancellor or
President’s page, and the researcher was able to learn about campus
interactions, watch previously recorded interviews of the participants, and view
candid photos of the participants interacting with students, faculty and the local
communities. Each participant provided a copy of her recent curriculum vitae,
which was used to compare and contrast the faculty and administrative
experiences of each participant, and awards and recognitions earned. The
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curriculum vitae outlined the unique career path each participant followed, which
ultimately merited her a Presidential seat in the ivory tower of academia.
Research done by Webb (2010) suggested the work background of
women presidents, prior to becoming a president, was that 46% were previously
provosts or chief academic officers as compared to only 28.5% of men. This
statistic indicates that the women presidents have more experience on the
academic side of the university than men presidents, and are more prepared to
lead a college/university. Figure 1 below compares the years of faculty, and
administrative experience of each research participant and supports Webb’s
(2010) claim regarding the pipeline experience of women who become
University/College presidents. The breakdown of the participant’s higher
education experience reveals that each participant previously held either a
Provost, Vice President or Vice Chancellor position prior to being appointed
President.
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Figure 1. Participant’s Faculty and Administrative Experience.

Figure 1 additionally demonstrates how the participating Presidents
followed a variety of paths to the Ivory tower. Unfortunately, the graph in Figure 1
does not show the chronological progression of each participant, it only shows
the cumulative time spent in each role. Of the four participants in this study, three
served as an adjunct faculty in some way, however, Haruka, a woman of Color,
spent the most time as an adjunct, while Susan, a White woman, never spent
time as an adjunct. The data in Figure 1 also reflects that both women of Color,
Haruka and Leticia, served nearly twice as many years in a Vice President or
Vice Chancellor role as compared to Deborah and Susan who are both White
women. These results similar to the research done by Macias (1994) attests to
education as a field that continues to overlook or discount the leadership abilities
of women, especially women of Color. Although there is not sufficient information
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to confirm why Haruka and Leticia were promoted slower than Deborah and
Susan, research by Castilla (2008) and Ayman and Korabik (2010) suggested
that access and power are impacted by physical (visible) traits including gender
and race.
In reviewing the Figure 1, one can see that Susan and Deborah, based on
the years of experience as a tenured faculty, took the faculty route. Leticia, with
very little faculty experience, took the administrative route, but did earn some
adjunct faculty experience when asked to help lead a survival skills course for
marginalized students because of her personal relatability. Leticia’s rise through
the administrative route does also explain why she does not have any years of
experience recorded in positions limited to academics such as Department Chair,
Fellowship, Dean or Provost. Finally, Haruka took the Student Services route to
the ivory tower which helps to explain the 25+ years spent as an adjunct and no
time as a department chair.
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Individual Interviews

Figure 2. Step Progression of Haruka’s Administrative Career.

Haruka. Haruka is a +66-year-old Japanese-American woman, serving in
her fifth year as President of a System I Public University located on the West
Coast. Haurka’s 2021 annual salary is reported as being $384K, which includes a
$60K housing allowance. The System I public university she leads does identify
as a Hispanic Serving Institute (HSI) and had a fall, 2019 enrollment population
of nearly 9,000 students (National Center for Education Statistics, 2021). Haruka
is recognized as the first Japanese-American woman to head a 4-year
college/university in the United States, and the first Asian-American woman hired
as a college/university President in the state where she currently holds a
Presidential position.
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Haruka grew up in Northern California where she lived with her parents
and one sister. She attended public school and recollects not having any
teachers or role models who resembled her or recognized her JapaneseAmerican culture;
I didn’t have any role models per se, and even in, once I was
in school and in college, there are very few Asian-American faculty
or administrators. So it wasn’t like I said, ‘Oh, I want to be like that
person’ (Personal Communication, February 8, 2021).
Hill and Wheat (2017) referred to what Haruka was experiencing as a
consequence to the phenomenon of modern racism and genderism in higher
education and Bendick and Nunés (2012) explained the lack of minority role
models as a campus culture perpetuated by workplace biases, which ultimately
negatively impacts the enrollment of marginalized students. Haruka recalls not
knowing the difference between the local Community College and the Public
University system. Our conversation about Haruka’s high school experiences as
a Japanese-American evoked the memory of a high school counselor who
actually advised her to forego college and pursue a career in retail sales;
When I was in high school, my counselor did not think I
needed to do college prep courses, and I didn’t know any different,
my family didn’t know any different. She said I didn’t need the
science courses and things like that. In fact, my counselor, I
remember sitting in her office and she said, ‘you would be really
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good in retail sales.’ And I thought what are retail sales? She said,
‘Oh, I have the perfect job internship for you. You could get out of
school early and go to work, and they’ll even pay you.’ And I
thought oh, that is great, you get out of school early (Personal
Communication, February 8, 2021).
Haruka credits her parents and her maternal grandmother for indirectly
motivating her to achieve “more.” She shared how her parents were forced into
the Japanese Internment camps on the West Coast during World War II and lost
their land and all possessions. Haruka revealed that her maternal grandmother
was a “picture bride” sent to marry a stranger in a strange country as part of an
arranged marriage. Haruka admitted to reflecting upon the strength her elders
must have possessed to overcome these life altering experiences whenever she
encountered racism, and genderism throughout her career;
So for me, no matter what’s happening in my life, I think
back to that (her maternal grandmother being a “picture” bride, sent
away to another country), as the strength, the quiet strength in the
faces of incredible discrimination and hardship. But she
persevered, she persevered for herself and her family, our family.
And she is kind of my “Shero.”
So I think in those moments (when racism and genderism
are experienced) I go back to, you know, if my grandparents could
persevere amongst incredible racism where they could not buy land
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because they were Asian or Japanese-Americans. Or they lost all
of their businesses because they were sent to an internment camp.
And all of that happened and they still had a family, and they were
still positive and patriotic if you will, grateful, then you know, that’s a
lesson for me (Personal Communication, February 8, 2021).
Haruka’s higher education career began with a part-time Outreach
Counseling position. As she moved from part-time counseling to full-time
counseling and advising, she decided to return to school as a student and earned
her M.S. degree while working full-time, running her household, and raising
children. Once she obtained her Master’s degree, she began landing
administrative positions that included Director roles, and serving on Academic
Senate Committees, which she describes as, “probably the most eye opening
(experiences), learning how a university ran, and how faculty were making policy
decisions or advising decisions” (Personal Communication, February 8, 2021).
These experiences motivated her to once again return to the classroom as a
student and pursue her Ph.D.;
I realized as I sat around the table and the fact that I didn’t
have my Ph.D. or Ed.D., I thought, I should get my terminal degree
because people are not giving me the respect that it thought I
deserved, or I did deserve. Or the fact that they would say, ‘Oh,
you’re so young, you don’t know. You just don’t know’ (Personal
Communication, February 8, 2021).
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Haruka reflected upon how long it took to complete her Ph.D. program and the
personal sacrifices she experienced while adding an additional identity of a
student to the many identities she was already fulfilling;
It took me a long time to finish up that program. I then
became a single mother, I had two young children. I was working
full time and going to school at (University Name), doing a lot of my
work at night, late at night. After making, you know, lunches for
kids, and putting them to bed, reading them stories, and my
productive time was you know like 11:00pm or midnight, to like 2 or
3 in the morning. And then I’d go to sleep and get back up at
6:30am and you know, start the whole day again (Personal
Communication, February 8, 2021).
When Haruka reflected upon her career path and the navigational
decisions she made such as whether to commute or relocate, returning to the
classroom as an adult, or accepting a new role with more responsibilities, the
thought of achieving her current role as the President of a Public University
System II campus never crossed her mind. On the contrary, Haruka jokingly
commented, “I never aspired, of course to be a college president, I never thought
about the position, you know, at most you think about maybe an elementary
school principal or something like that” (Personal Communication, February 8,
2021). In a sense, Haruka was modest with her career aspirations because of
what Foschi (2000) referred to as relating her performance expectations to the
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assumed or known relationships of men and authority vs. women and authority,
especially for women of Color.

Figure 3. Step Progression of Susan’s Administrative Career.

Susan. Susan is a +66-year-old White woman, and the only
participant in this study who has held both, a Chancellor position in the
Public University System II, and a Presidential position at a Private
College. Susan was the President of an All-Women’s private college for 11
years, serving from 2002 - 2013. Her Presidential service ended in 2013
when she made a decision to retire and return to the West Coast. The AllWomen’s private college she led was located on the East Coast and in her
last year of leadership, the student enrollment was slightly above 3,000
students (National Center for Education Statistics, 2021). Susan came out
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of retirement at the request of the Public University System II
administration where she had originally gained tenure earlier in her career,
and accepted a director position. Within two years of accepting the
director position, she was appointed as the Chancellor. Susan is currently
serving in her fourth year as the Chancellor of this same Public University
System II campus located on the West Coast. The System II public
university she leads had a fall, 2019 enrollment population of
approximately 43,000 students (National Center for Education Statistics,
2021). Susan’s 2021 annual salary is reported as $531K.
Susan was born on the East Coast and described the expectations her
mother had of her as having been traditional for the time;
My mother and my father were both very proud of my
scholastic achievements, obviously I was good in school. My
mother always assumed that I was going to, you know, marry a
nice man and raise a family. And yes, maybe I would work after
college if that was what I should do (Personal Communication,
February 11, 2021).
Susan’s education began with her attending a Private, All-Women’s college
straight out of high school. She went on to obtain a Master’s degree and a
Doctorate degree over the next few years which she also mentions very
nonchalantly, “So I went on to graduate school and got my Ph.D. right after I was
an undergraduate just because I loved to read, I loved being a student. It was the
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path of least resistance” (Personal Communication, February 11, 2021). Susan’s
Curriculum Vitae reveals that her M.Ph. and her Ph.D. were both awarded from
an Ivy League campus, which at the time of her attendance, was still ensconced
in a patriarchal culture and was limiting to women (Glazer-Raymo, 2008; Skelton,
2005).
Susan opened the interview by humbly downplaying her career path that
began in the 20th century and has continued into the 21st century, “there wasn’t
very much intention to my career” (Personal Communication, February 11, 2021).
Susan’s first faculty position in higher education was at a well-known System II
public university and she was hired with tenure. The position that she stepped
into after nearly 13 years of being a faculty member is the one job she credits for
steering her towards administrative positons in higher education;
The first job I did actually, which had a big impact on me was
the title of Chancellor Special Assistant for the Status of Women
and Title IX Compliance Coordinator. And it was a Special
Assistant Position Chancellor job and really I had always been
deeply committed to women’s issues and so this seemed
interesting to me.
And so I did it for two years and that was really the job that
taught me that I really both, enjoyed administration and that I was
good at it. It was a position that clearly sat in the Chancellor’s office
and I got to see how the university worked. So that was a very
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influential position to me (Personal Communication, February 11,
2021).
As the Theory of Intersectionality (Crenshaw, 1991) asserts, Susan’s intersecting
identities of a woman, an administrator, and a young mother, precipitated her to
step down from her Special Assistant to the Chancellor for the Status of Women
and Title IX Compliance Coordinator, “But then after I had young children, and so
I went back to my department” (Personal Communication, February 11, 2021).
Upon returning to her department, Susan recalls being elected to serve as
the Department Chair, and then a Department Dean;
I was chosen to be the Chair of my department, then I was
chosen to be Dean of [department]. It wasn’t that I had a vision to
rise up this ladder. I was just given these opportunities and took
them (Personal Communication, February 11, 2021).
She breaks down the next 15 years of her career as events that “happened to
her” rather than a labyrinth she navigated (Eagly & Carly, 2007) or barriers she
needed to overcome;
There was a Provost for the [college] and a Provost for the
professional schools and colleges. I was chosen to become the
Provost for the [college]. And I did that, and then there was a
reorganization where the two Provost positions were collapsed into
one. There became one Executive Vice Chancellor and Provost for
the campus, and I was chosen to do that.
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And so that was a very stepped rise, but it wasn’t intentional.
It was just that these opportunities were you know, they came my
way and I liked doing them and I guess I was good at them, so I did
them (Personal Communication, February 11, 2021).
After 11 years of holding some version of a Provost title, Susan had
become the highest-ranking female administrator at said Public University
System II campus until she again, decided to step down from her administrative
role and return to the faculty. This milestone “first” supports Webb’s (2010)
research stating the number of women in senior administrative positions at
colleges and universities is noticeably unbalanced. However, once she stepped
away from the administrative roles, she recognized that she had in fact morphed
into an administrator and a leader in higher education. Susan connects this selfreflection to the timing of her first Presidential offer;
About that time, Private College started getting in contact
with me. Asking me if I was interested in being a candidate for its
Presidency, and I had gone to a women’s college myself. I had,
always my dream in graduate school was always to teach in a small
liberal arts college on the East Coast. And so this invitation just
spoke to me. So I went to Private College and I became President
and was there for 11 years (Personal Communication, February 11,
2021).
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Although Susan illustrates this relocation from the West Coast to the East
Coast in very few words, there were underlying factors that she admits to having
considered before making the move. These underlying factors are what have
traditionally configured leadership positions in corporate America and higher
education around the male career model of the 19th century and limited women
to outdated roles that lived up to the expectations of society (Wolfinger, et al.,
2008, Chin & Sanchez-Hucles, 2007, Correll, Benard & Paik, 2007, Ayman &
Korabik, 2010, Webb, 2010, Edds-Ellis & Keaster, 2013). Susan justified her
relocation and acceptance of the new position on the opposite side of the
country;
I considered a combination of things. My husband was 12
years older than I was, so he had just retired. And I already told you
that I was feeling like you know, being a faculty member at Public
University System II was just not the right fit for me anymore. So I
thought, it’s time for another chapter. Let’s try this, I was
approached from the time I was the Dean of [college]. I was
approached for leadership positions all around the country.
I didn’t want to move because I wanted to give my children
the stability of being in [hometown]. So I always said no. So this
was one of the very few positions that I said yes to. And it was a
good time. Both my kids were launched, and out in the world, and
my husband was retired. So it was not destabilizing in any way,

94

either to his career, or for my children to take this job (Personal
Communication, February 11, 2021).
Overall, Susan refused to recognize her career as a path she set
out to accomplish. Rather she preferred to refer to herself as a servant
leader, deeply devoted to the Public University System II where she began
her journey;
I’m at a stage in my life of giving back and doing this job is
really about giving back. It’s using my wisdom and experience, and
my knowledge of Public University System II to help the institution
at a particularly challenging time (Personal Communication,
February 11, 2021).
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Figure 4. Step Progression of Leticia’s Administrative Career.

Leticia. Leticia is a 56 – 65-year-old Latina, serving in her seventh year as
President of a Land Grant System University located in the South-Central region
of the United States. Leticia’s 2021 annual salary is reported as $465K. The
Land-Grant university she leads does identify as a Hispanic Serving Institute
(HSI) and had a fall, 2019 enrollment population of nearly 7,000 students
(National Center for Education Statistics, 2021). Leticia is the only participant in
this study who possesses administrative experience in higher education from
three different state systems, and is a strong advocate for women to stay open to
the possibility of relocating to advance one’s career;
I think an opportunity that exists and is sometimes a barrier
is, especially for women, that sometimes you need to move
(relocate) to achieve your career aspirations and that is not always
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a welcomed opportunity for women for lots of reasons (Personal
Communication, February 13, 2021).
Leticia was born, and spent the first eight years of her childhood in the
South-Central region of the United States. Her family then relocated to the West
Coast, and soon after that, relocated once more to the Northwestern region.
Leticia rationalized that as a result of spending the next 25, very formative years
in the Northwestern region, and away from extended family, she did not grow up
in the Latino culture;
Obviously I am Latina and I was born in, my formative years
were all around, my grandparents lived on the same block when I
was a little girl. But when I moved to the Northwestern region, I was
only 12 years old. I was probably the only Latina in the whole
school. And I didn’t have any of that, you know my parents had to
work hard at keeping some family cultures alive, (Latino) traditions
alive so that we would understand them (Personal Communication,
February 13, 2021).
Leticia explains how the decision for her father to move away from “the
family” was out of character for the Latino culture;
You have to understand my parents were very intentional.
My dad taking a job there [Northwestern region] was really, my dad
is the youngest of 12 [siblings], my mother is the oldest daughter of
8 [siblings] and so, for them to move in a place away from the
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whole family was strictly about creating opportunity and Enrique
Alemán writes about this and talks about what he calls the
Inheritance of Courage. And I see the courage they [my parents]
had to move away, it’s very pioneering. And I never realized that
until several decades later.
So understanding the narrative of the family culture is really
important. Really, moving away from the family is not a Latino
culture feature at all – to move away like that (Personal
Communication, February 13, 2021).
It was here in the Northwestern region where Leticia met and married her
husband, started a family and launched her career in higher education as an
administrator in the Public University System III. What is unique about Leticia’s
career is that unlike the other participants in this study, her career path was
navigated through the administrative ranks and administrative services rather
than through the faculty or student services branch of academia. Although she
was not accountable for the direct success of students as an administrator, she
continuously took steps to help guide the students;
When I was in the Public University System III, I was a
mentor for students who were from rural areas because when I
moved to the Northwestern region, I moved to a rural community.
So, and because of the way I look, a local student [native to the
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region] would think I was a Northwestern region native; they could
relate to me (Personal Communication, February 13, 2021).
More than a decade after having begun her career in academia, she was asked
to step into the classroom and teach a college course because her life
experiences were similar to those of the native students;
An administrator in student affairs in the Public University
System III, asked me if I would pilot a College Survival Skills
course. They would hand pick all the students to be in the class,
they [students] would be from rural areas, rural communities. And
so as somebody who was in administration, I never really interacted
with students. That gave me an opportunity to have a deeper and
richer appreciation of that, but also understand how students
connect with systems. How did students expect a financial aid
disbursement? How are they experiencing applying for aid? You
know, some of the things that we know NOW are real barriers
(Personal Communication, February 13, 2021).
Leticia proudly shared that as her career progressed, and she moved
between three different higher educational state systems, she continued to take
every opportunity to support existing programs that mentored students.
Participating in the mentoring programs gave her insight to student struggles
from a student lens. She openly admits to favoring the Latino students for
reasons similar to what Bathmaker and Harnett (2010) referred to as public
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issues marginalized students experience with navigating the structural and
cultural barriers most marginalized students shy away from.
Leticia did not comment nor make mention of academia being a
patriarchal society where women in leadership or senior administrative roles are
underrepresented (Berg, 2020), but she did reflect upon the challenges and
necessity of managing the many intersecting identities (Crenshaw, 1991) that
she and other women leading colleges and organizations possess;
The system decided to do a national search [to replace her
boss]. I did not apply. Later I received that tap on the shoulder, that
[we] would really like to see your application in this (Vice
Chancellor) pool. Part of the reason I didn’t apply was because I
just had a child and there was still a car seat in the back of my car.
And I didn’t feel like I had the time or the energy to be able to do a
very demanding, executive job, while having a toddler and an
elementary school child (Personal Communication, February 13,
2021).
Leticia was selected for the Vice Chancellor position and accredits much of her
success in the role to the Chancellor who advocated for her with other
administrators by requiring flexible meeting times;
I committed to driving my older son to school every day.
Hence the Chancellor agreed on behalf of the whole cabinet, that
they would not start cabinet meetings at 8:00am because I could
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not be at work before 8:15am. That was the earliest I could get to
work doing pick-ups and drop offs for the kids because I was in the
carpool like most mothers. My son went to a school that was
outside of my neighborhood. So I would drive him there drop him
off, and then drive to the university to do my job (Personal
Communication, February 13, 2021).
When Leticia was recruited by the Public University System I, located on the
West Coast and later by the Land Grant System, which was coincidentally
located in her hometown down in the South-Central region of the United States,
she faced multiple decisions related to uprooting her family from the
Northwestern region. She recognized that by navigating her career path upward,
there would be downstream impacts to her family;
That [the move] would be good progression in my career.
There were lots of things that were important to me. But the thing
that was really important to me was the sense of community for my
kids and my husband. I was looking for real diversity, and inclusion.
My youngest son by that time was in elementary school and was in
a bilingual immersion school. I really wanted to make sure he
wasn’t going to lose that. And for my older son who was doing
sports, how was that going to accommodate his progression as an
[athlete] at this time? And moving in high school is hard for anyone
(Personal Communication, February 13, 2021).
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Based on her Curriculum Vitae and the interview, Leticia did relocate her
family a total of two times in order to advance her career. She commented that
these cross-country moves were possible because her husband’s career was
never interrupted by the relocations since he already traveled for work. Leticia’s
concern of not impacting her husband’s career by considering her career second
to his, supports Flax’s (1987) research claiming gendered roles often contribute
to the disparity of power and access between men and women in higher
education, and women’s oppression in higher education.

Figure 5. Step Progression of Deborah’s Administrative Career.

Deborah. Deborah is a 56 – 65-year-old White woman, serving in her third
year as President of a Public University System I campus located on the West
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Coast. Deborah’s 2021 annual salary is reported as being $382K, which includes
a $50K housing allowance. The Public University System I campus she leads
identifies as a Hispanic Serving Institute (HSI) and had a fall, 2019 enrollment
population of nearly 12,000 students (National Center for Education Statistics,
2021).
Deborah opened up the interview by describing her career path as
anything but linear. In a sense, she described her positon as President as
something she “fell up” into rather than having pursued the role, which is reported
by Hill and Wheat (2017) as a common occurrence for many women finding
themselves in positions of authority and power. Although having started her
career as an adjunct professor, becoming the Department Chair, and progressing
to Dean, Provost and Vice President positons, she claims the opportunities found
her;
I think a lot of people might look at my story and start
connecting the dots thinking it is linear, but it really isn’t. I started
my career never, ever thinking about being a President. When I
began, I had one class - I taught a statistic class. I felt like I was the
luckiest person on earth to get the opportunity to teach that
statistics class at Public University System I. I believe the
Department Chair at that time hired me out of desperation.
He really needed somebody that could just really step into
the class the next day. I didn’t have any time to prep, or select a
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textbook, or any of those luxuries. I was really terrified teaching that
class, but I ended up getting my sea legs and doing a good job.
From then on I had a full load of classes at Public University
System I as a lecturer (Personal Communication, February 16,
2021).
As a mother of young children, she did not seek more responsibilities for
the next 10 years. Instead, she simply looked forward to having her adjunct
contract renewed through the next decade, while she raised her children;
I basically asked for what most people don’t ask for, which
is, can you just give me classes back-to-back-to-back? So that I
can drop my kids off at school, teach my classes back to back, get
my office hours in, pick them [kids] up, do their homework, have
snack, dinner, then prep for the next day. I did this for 10 years and
raised my children (Personal Communication, February 16, 2021).
Reflecting upon her career in higher education, Deborah realized that there is no
such thing as work-life balance;
I will be honest with you; I don’t think I ever turn off work. I
could not have been a Provost and had young kids. It’s too many
hours. I didn’t want to have nannies; I didn’t want to miss anything.
And I didn’t (Personal Communication, February 16, 2021).
Deborah defined her childhood self as having “always being the new girl”
(Personal Communication, February 16, 2021) because her father was in the
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military and her family routinely relocated. Although she opted for a more stable
lifestyle for her own children and relocated for her career only once, she
appreciates the skillset that she gained from constantly moving to new towns and
meeting people of a different race, culture and region;
I reframe experiences to make sense of them, and so when I
look at it [relocating many times] from where I am now, and I’ve
looked at it this way for a longtime to be honest with you. It’s
probably one of the biggest gifts I got. These relocations helped me
learn how to network. Whether it was intentional or not, the
relocations made me very flexible and nimble. It makes me very
flexible with people because I have lived in different parts of the
United States, with different cultures. In a way, I am a little secret
weapon (Personal Communication, February 16, 2021).
Deborah elaborated on her childhood and the support she received from her
parents to pursue a college education and a career. She always felt that she was
expected to go to college;
I was born when my dad was attending college on the GI
Bill. I watched my dad go to college, and then I watched my mom
much later, go to college. So I wasn’t the first in my family to go to
college but I never thought that I wouldn’t be a college graduate.
My grandparents are both working class families. On one
side they are immigrants, the other side are blue collar south. They
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certainly didn’t have any thoughts or direction about me being a
certain thing (career). It was really about those opportunities that
found me, and I capitalized on them (Personal Communication,
February 16, 2021).
Deborah, similar to the research done by Scanlon (1997), credits her
career advancement from a faculty member to an administrator to multiple senior
faculty members who organically transformed into career changing mentors. The
first mentor was her department chair who offered her a tenured faculty position.
Unfortunately, she did not have her terminal degree at that time and the Public
University System I that she worked at did not offer a Ph.D. program. Since she
had just given birth to her third child, she told him the timing was not right and
that she could not pursue the degree just now. She also knew that her financial
status at that time, could not carry the additional expense of college tuition;
[He] said to me, ‘I think we can support you on doing this
[enrolling in a Ph.D. program]. Don’t worry about the money. Just
figure out how we can make this work because we are going to
need you.’ I ended up with the Public University System I
Forgivable Loan which I would not have known about had it not
been for them [department chair and other faculty].
That linked me to having a mentor forevermore, he was my
mentor through this whole thing. In fact, it was him that kept
pushing me when I was a Provost. He would say, ‘You need to be a
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President,’ and I would say, ‘no, I really like being a Provost, I am a
really good Provost.’ He would say, ‘no, you need to push on’
(Personal Communication, February 16, 2021).
As Deborah shared the impact her mentors had on her career, she emphasized
that her mentors were men rather than women. The reasoning she gave aligned
with the research of Sherman, et al. (2010), which stressed the absence of
women in senior positions and the need for increasing the number of women
faculty in educational leadership so that women can “pay it forward” by mentoring
other women;
You know, there is a lot of literature, and assumptions are
that if it’s a woman who is doing what you think you want to be
doing next, then she is going to be your mentor. In my case, it was
never a woman. There weren’t women that I had available to me.
There just weren’t women above me in the pipeline that I could see.
They [mentors]were all men and they were men that were very
progressive, and just believed in me and I thought why? I was like
this quiet little housewife when they hired me (Personal
Communication, February 16, 2021).
Deborah did complete her Ph.D. with the help of her mentors, which not
only earned her a tenured faculty position, but eventually launched her
senior administrative career in academia.
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Common Threads
Researching how these four, intelligent and committed women have
navigated their intersecting identities to allow the various roles of their whole
person to come together and overcome the barriers of genderism, racism and
oppression produced similarities and differences amongst the participants. The
likenesses were found relative to the many roles each participant satisfies at
home and at work, the aspirations of the participants as their academic careers
were launched, who they credit as mentors and role models, and the trials and
tribulations of being a woman in the patriarchal realm of higher education. In this
section, the voices of each participant will be honored by the use of their stories
to present thematic commonalities that emerged through narrative analysis in
support of the research purpose of examining the lives of women who have
achieved a senior administrator role within higher education through a gendered
lens.
Intersecting Identities
The four participants could not have been more different in regards to
race, culture, socioeconomic status, equity, and access to education in their early
lives. It was not until they launched into the world as adults did they begin to
acquire similar intersecting identities. They each became professional women in
academia, wives, mothers, colleagues, mentors, and mentees. The two most
prominent identities that each participant spoke about through a gendered lens
included their familial roles of a wife and mother, and their decision to take on the
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identity of a mentor. These two roles will be examined closely to understand how
these identities supported or hindered the career path of these women.
Marriage and Motherhood
All four of the participants were wives and mothers at early points in their
careers. with Deborah having three children and the others having two children
each. There were vast differences on the career timeline of when each
participant became a mother, a wife and when she earned tenure. Deborah and
Haruka both defy the research done by Mason and Goulden (2004), which
claimed women in higher education are negatively impacted by the rules of
tenure which favor men and non-mothers. The research findings (Mason &
Goulden, 2004) indicated that women who had babies earlier in their careers
took nearly 15 years after earning their doctorate, to earn tenure. Deborah and
Haruka earned their terminal degree after being married, after having children
and while working full-time in higher education, yet their tenure followed almost
immediately upon completing the Ph.D. In fact, Deborah’s administrators
sponsored her doctoral studies because they needed her to gain tenure and
support the departments performance. Leticia also earned her Ed.D. after being
married, after having children and while working full-time in higher education, but
since she advanced her career through the administrative branch of higher
education, she was not pursuing tenure. Susan is the only participant who
earned both her Ph.D. and tenure before marriage and prior to having children.
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Haruka and Susan became single mothers early in their senior
administrative careers and recalled how this impacted the choices they made
regarding workloads, and opportunities that would require relocating. Haruka
noted;
You have to be conscientious of decisions that you make,
you know, like while I was doing my dissertation and working fulltime, raising these kids I was a single mom of two boys. I was so
conscious of raising those boys. For one year I commuted [nearly 6
hours a day], which was far and ridiculous. But I did it because I
didn’t want to displace my kids.
I made decisions that made my sons see women and
working women, their mother, in a different way so that they are
more equal partners in their marriages now with their wives
(Personal Communication, February 8, 2021).
Susan noted;
It [Chancellor Special Assistant for the Status of Women and
Title IX Compliance Coordinator] was a very influential position for
me. But then after that I had young children and I went back to my
department. Then I was a single parent through much of the time
when my kids were growing up because my first husband and I got
divorced when my kids were three and five and I had custody of
them. Even though it was complex you know, raising two kids on
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your own and when you have a demanding job. It also gave me
balance.
I guess it [my career] would have been impacted by my
feeling like I really could not move while they were growing up. But I
really did feel that having children was a real sanity producer for
me. So I never felt that they held me back (Personal
Communication, February 13, 2021).
Leticia, although was not pursing a change in workload or tenure, did share her
dilemma of trying to decide whether or not to venture away from the Public
University System III she had grown up in, and seek a career opportunity
elsewhere with little to no impact to her kids;
You know, when you work at any place for 15 years, then
you're at a moment, especially when you have children. You really
have to sort of think about those pivotal moments. Then it just so
happened that a headhunter called me. What I did before going on
that interview was really do some soul searching. That really helped
me in my frame of reference, in my thinking for okay, if I am going
to leave this job in the Public University System III, what would I be
looking for? What are my values? And what do I want? One thing
that was really important to me was the sense of community for my
kids and my husband.
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I was looking for real diversity, inclusion. At the time I don't
know that I was using the word inclusion, but I definitely was using
diversity. My youngest son by that time was in elementary school
and was in a bilingual immersion school. And then for my older son
who was doing winter sports, how was that going to accommodate
his progression as a hockey player at the time? How was I going to
be able to accommodate that? And moving in high school is hard
for anybody (Personal Communication, February 13, 2021).
There was a common theme of support for these women from the
spouses who also worked within higher education. When asked about how
marriage and motherhood impacted her career, Deborah shared that her
husband worked at the same Public University System I campus, and provided
her with unwavering support when she considered pursuing her Ph.D. after just
giving birth to their third child;
I'll be honest with you, when my mentor said, ‘you know, you
need to go get your Ph.D.’ I went home and told my husband and
my husband said, ‘well if you get an offer for a Ph.D. there's no way
you're turning your back on it! You have to go for it!’ because I was
burning to do it. I never said this but, if I didn’t EVER get that
chance, I might die (Personal Communication, February 16, 2021).
Susan similarly described the unwavering support she received from her second
husband who also held administrative roles at the Public System University II
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where Susan worked and at the Private College Susan led. She fondly recalled
how he felt when she accepted the President position at Private College and he
accepted a faculty positon at Private College;
My second husband was enormously supportive of my
career. And that was really important. He thought it was great that I
was really successful, that I became his boss. He used to joke all
the time when we were at Private College, you know, he’s the
Presidential Spouse or the First Man. Really, I think having a
supportive partner is incredibly important (Personal
Communication, February 13, 2021).
The comments and recollections these women shared of being a mother
and a senior administrative in academia definitely set them apart from the
research done by Correll et. al (2007), which painted a picture of mothers as less
productive employees. The work tactics of these participants are more aligned
with the research done by Ayman and Korabik (2010), which claimed the image
of leadership in the American workforce and in higher education continues to
evolve, and there is a new recognition forming of the importance and need for the
leadership traits associated with women leaders. Susan shared her technique for
ensuring she spent sufficient time working and sufficient time with her children;
What I learned from trying to balance such a demanding
career and children is that I became so ruthless about not doing
things, and saying no to things that were not for my children, nor
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impacting to the center of my career. I said no to travel. I never
traveled. I said no to lots of the volunteer stuff, and committee stuff
that a lot of people do just because. I thought my responsibilities
are to my kids and my job. I really became as I say, pretty ruthless
in my economies of time and got to be good at being able to be
very efficient about time (Personal Communication, February 13,
2021).
Both Deborah and Leticia elaborated on their separate but similar feeling
of the greatest fairy tale of all - work/life balance. Deborah shares how she
“managed” her role as a mother and how often she reflects upon it to make her a
better President;
I don't think there is a balance. I will be honest with you, I
really don’t. I could not have been a provost and had young kids.
It's too many hours. Let me say it this way, I couldn't have been a
Provost, or maybe even a Dean and raise children the way I
wanted to raise children. I didn't have nannies; I didn't want to miss
anything. I was a room mom all the way through. I volunteered with
my kids. I wasn’t about to miss any of it, and I didn't. There's a time
and a season, and you make it work. It's really what your values
are.
So it really is about what you value and I'm not a real big
believer in, I wouldn't have been, I could have probably been a
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lawyer or a physician, but it wouldn't have worked for what I saw as
my primary identity, which is a mother. And so I use my, and people
laugh at me, but they'll say you know, ‘Gosh, what's the thing you
lean on most as President?’ and I say, ‘well I have been a mother.’
Not that everybody has to be a mother, but for me it informs me
because I can juggle a lot of things. I can be a tough mom but nice.
I have to be decisive because I don't have time to waste and so it
informs me in a way that's very, very, VERY positive (Personal
Communication, February 16, 2021).
Leticia talked about how she was “accommodated” by her colleagues
when she needed to fulfill her parental obligations, but yet never experienced a
balance;
When you're at the executive level the expectation is that
you're available, doing the job whatever the job is. You know when
you're in the executive roles, the expectation is that you're available
24-seven because anything could go wrong at any time of the
morning, day, or night.
Also, because people were older than me they didn't have
the same sort of childcare issues or parental responsibilities that I
had, or was facing. So yes, they would accommodate, ‘Okay we'll
do this a little later,’ or ‘if you need to go to a school play in the day,
you know you figure it out later, schedule around it.’ But that doesn't
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mean that there's some backup person there doing my work or
filling in when it comes to my responsibilities (Personal
Communication, February 13, 2021).
Each of these participants described their career path to the Presidency
as unintentional;
Haruka: I never aspired, of course to be a college president,
never thought about the position, you know at most you think about
maybe an elementary school principal or something like that
(Personal Communication, February 8, 2021).
Susan: I really, there wasn’t very much intention to my
career. [It] was a very stepped rise, but it wasn’t intentional. It
wasn't that I had a vision to rise up this ladder. I was just given
these opportunities and took them. I was recruited to be the
Chancellor so this position in particular, is very unexpected. I
thought I was going to be retired at this point (Personal
Communication, February 11, 2021).
Leticia: So in my particular instance, my career path does
include earning it, an Ed.D., but not specifically for the purposes of
becoming a university President. I was deliriously happy with an
MBA and the career that I had (Personal Communication, February
13, 2021).
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Deborah: You know, my path is not a linear one and I share
that story with a with a lot of women. So I think a lot of people might
look at my story and start connecting the dots thinking it's linear, but
it really isn't. I started my career never ever thinking about being a
president (Personal Communication, February 16, 2021).
The connection between having children before achieving a tenured
position and aspiring to be the President of a 4-year public university did not exist
for these four trailblazers when they ignited their careers in higher education. The
narratives they shared about climbing the educational ladder unintentionally
corroborates the claim made by Hill and Wheat (2017) of women having “fallen
up” into their senior administrative positions rather than having begun their
careers with aspirations of achieving a senior administrative role in higher
education. Turner, et al. (2013) also supported the dominant premise that women
who have become senior administrators in higher education found their positions
by accident or through a personal invitation rather than having aggressively
pursued the role. Simply stated, these were women who wanted to be wives and
mothers, enjoyed educating and mentoring others, and their leadership potential
in higher education was recognized by influential others.
Mentors and Mentoring
A discussion held at a 2009 Regional American Council on Education
(ACE), revealed that only 3 out of 100 women administrators planned to achieve
her senior administrative role (Turner, et al., 2013). The remainder of the 100
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participants revealed having landed their roles through personal invitation with
the help of a mentor, or by accident (Turner, et al., 2013). These data points
support the experiences of Haruka, Susan, Leticia, and Deborah, as each
referred to their senior administrative career as something they were steered
towards by a mentor or superior. A consistent outcome of their nonintentional
climb up the academic ladder has been for each of these Presidents to “pay it
forward” by way of mentoring and coaching other women, women of Color, or
marginalized students.
Mentors. Scanlon (1997) found that women aspiring to hold senior
administrative roles in public, 4-year colleges and universities did give credit to at
least one mentor. Although the four participants of this study did not “aspire” to
be Presidents of a university or college when they began their careers in higher
education, all participants recognized having at least one mentor or role model at
some point in their careers. Haruka referred to her maternal grandmother as her
“shero” and stated;
Through my career where I faced unbelievable
discrimination and hate, my grandmother is my strength. Her
background stories give me strength in leading, they also impact
how I lead. I looked at leadership styles of different women, most
women that I looked at were White women and personality and
experience and everything, cultural values could be a little bit
different [from mine]. So it’s not trying to be like someone, but
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rather its taking what you learned from watching and being
mentored by, and shadowing other people and then incorporating
those skills and values and attributes into your own leadership
style. Which for me, I say is like my grandmother’s quiet strength
(Personal Communication, February 8, 2021).
Susan revealed having a variety of mentors at different points in her education,
and in her career. She, along with Deborah, stressed the importance of
understanding the benefit of cross-gendered mentors as was reported also by
Catalyst (2019) and Eagly and Karau (2002);
Susan: There were people important in my career that were
mentors. I think people often make the mistake of thinking a mentor
has to be somebody exactly like you. Some of my most important
mentors were men – and men were very different from me. I
paradoxically learned the most in my career from people whose
leadership styles have been very different from mine (Personal
Communication, February 11, 2021).
Deborah: Having my department chair push me towards
earning my Ph.D. linked me to having a mentor forevermore. And I
want to note something here, a lot of literature claims, and
assumptions are, that it is a woman who is doing what you think
you want to be doing next, who’s going to be your best mentor. In
my case it was never a woman, there weren’t women that I had
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available to me. They were all men and they were all men who
were very progressive and just believed in me (Personal
communication, February 16, 2021).
Leticia recognized the importance of mentors early in her career and feels that
her mentors definitely helped to create the opportunities she accepted;
I had early mentors and sponsors earlier in my career when I
became a Vice Chancellor at a relatively young age. My boss was a
great sponsor, a great mentor, a great teacher. And really coached
me through, and helped me move through my progression, but he
was very demanding and you know, never skipped a beat or
slowed down (Personal communication, February 13, 2021).
She also described receiving formal mentoring during performance reviews, as
well as informal mentoring through occasional coaching which pushed her
towards earning her terminal degree.
Susan was the only participant who felt supported by mentors, but did not
feel having a mentor was career changing as reported by Hill and Wheat (2017);
I have always been an observer of the people around me
trying to understand how they were doing their work. What I might
adopt myself from what they were doing. So, there were certainly
people, but there was not one mentor who was a career builder or
anything like that (Personal Communication, February 11, 2021).

120

Mentoring. As noted by Sherman, et al. (2010), one of the most important
strategies for increasing the number of women faculty in educational leadership
is the “paying it forward” action of mentoring. All four participants had many
narratives to share about how strongly they feel about mentoring women, women
of color, and marginalized students to help promote social mobility through
education and self-efficacy. Each curriculum vitae served as validation to the
many professional associations, boards and committees, and university services
the participants have actively supported throughout their academic careers.
Some of the powerful responses heard relative to the level of effort being made
by the participants and the universities they lead, to reduce gender oppression
and implicit biases that lead to inequalities include;
Haruka: I think it takes longer for women of Color to achieve
certain positions because Boards, or appointing authorities, think of
a President or think of a person in power, as a strong leader. Their
image is always, it might be changing, but oftentimes their images
are a powerful, 6-foot tall male, and frequently White. So that’s why
to me, it is important to diversify boards and appointing authorities,
or educate them in cultural competence (Personal Communication,
February 8, 2021).
Susan: I really have been very deliberate and public about
diversity as part of my agenda. I have also shown that that's true by
the way I do searches, by the appointments that I make. And I think
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it's really owned by my executive team, which is great. I am trying
to choose a much more diverse set of people for leadership jobs
and I have succeeded in doing that. There are many more women
in executive positions today. I remember that when I was in the
beginning of my administrative career here at Public University
System II, I was often the only woman in the room. And now that is
not the case in any room I am in. My cabinet is half women, and so
supporting diverse candidates for leadership roles and I mean by
that not just gender, but also race and ethnicity is really important
today (Personal Communication, February 11, 2021).
Leticia: In every step in my career at the Public University
System III, I was always looking at how to help others. I was a
mentor for college students who were from rural areas because I
lived in a rural area. At Public University System I took every
opportunity when there were programs created that were mentoring
students, I would sign up to be a mentor, particularly for Latino
students.
From a women's leadership perspective, this has always
been a personal interest to me. I was a National Association of
College and University Business Officers (NACUBO) board chair,
and was really able to open a lot more national conversations about
women of Color, women of Color and men of Color, but mostly I
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was focused on women of Color and creating career pathways
through the administrative ranks. I am a regular speaker for
women's professional development. I was on the board for Higher
Education Resource Services (H.E.R.S.). The H.E.R.S. network is
targeted at the progression of women in higher education. So this is
something I have been a champion for my entire career. I created
equity programs within my university. I have affinity groups that
support women at work.
But here in my job as President, one of the biggest
responsibilities is creating equitable pipelines for Latino students.
Primarily first generation students have financial diversity issues in
their household. So I do that every day, that's part of what I do and I
keep an equity lens on all that I am doing (Personal
Communication, February 13, 2021).
Deborah: I want people to say that I mentored many different
types of people so I volunteer every year as a mentor for the
university. And I'll have to be honest with you, I do it more it seems
like, for me because I get such a kick out of these bright young
people. I am also a trained coach and I actually have a high school
student that I am coaching right now. She's in Distinguished Young
Women. I think mentoring - I've been given so much by it but it's not
just women. I have to be really candid with you I am very, very laser
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focused when I see particularly diverse leaders coming up and so
here's what I usually do. I usually actually either write them a note,
or I go up to them and say, I just wanted you to know that I
observed that you are a person with great leadership gifts and I just
want you to know you're on my radar. That's usually all it takes
(Personal Communication, February 16, 2021).
Advice and Memorable Messages
Madsen (2008) rationalized that the minimal amount of research available
and focused on woman as senior administrators in higher education, is a direct
result of the small percentage of women who have successfully achieved such
senior roles. Women, and women of Color have been the focus of very few
leadership style studies in higher education (Hill & Wheat, 2017), leaving the
experiences of women Presidents like Haruka, Susan, Leticia and Deborah
undocumented, and lost to other women currently in the pipeline of senior
administrative positions within a 4-year, public university system. For this reason,
the four participants were asked to share words of wisdom and/or advice with
other women seeking senior administrative roles in higher education. The desired
outcome of sharing these messages is to help increase the percentage of women
appointed to lead a 4-year, public university.
Haruka’s advice stemmed from being a single mother with a demanding
career, but is applicable to all women attempting to navigate a career path that
assumes increased responsibility;
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It’s too simple to say you can have it all, you can do both
[single parent and a demanding career], because it’s tough. You
simply learn as you go. There are other people who have gone
before you, that have faced similarly high hurdles, or faced
unbelievable discrimination. You just seek support and help, and
keep breathing (Personal Communication, February 8, 2021).
Susan shared advice driven from her having gained career experience
from multiple university/college systems and encourages aspiring leaders to gain
administrative experience from a number of universities, if possible, because
variety helps one grow. She stated, “I encourage others to think about different
places. And I think when I hire people that come from different institutions, they
often bring more, a richness of perspective with them (Personal Communication,
February 11, 2021).
Leticia had a much more direct and tangible message for women in
academia, and that was to, “earn a Ph.D. or Ed.D. because having the terminal
degree prequalifies you for becoming a university president” (Personal
Communication, February 13, 2021).
Deborah’s Presidential page on her campus website has a video recorded
interview she gave in which she commented, “opportunities find me.” When
asked to elaborate on that statement in this research, she related it back to
timing and having others believe in you. Her statement that should be considered
as advice is;
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Whatever assignment I did have, I was so appreciative of it,
and it was golden to me to have that opportunity. I never said no, I
just went ahead and put my head down, and just did really hard
work. I think people just started noticing that if I got an assignment,
the assignment would be done really well and you build trust that
way. That’s what people saw, and it was a rotating group of people
that gave me opportunities (Personal communication, February 16,
2021).

Summary
The findings of this study provide transparency of the multiple intersecting
identities the four participants traversed while also navigating a successful career
in academia. Exposing the racial and cultural differences, as well as the
academic and administrative paths taken by the participants was intended to
inspire women currently serving in all aspects of leadership in higher education.
The intentional use of personal narratives from each participant helped to
personify the lived experiences of these four women Presidents using a compare
and contrast approach, in hopes of helping to prepare other women to aim for
future presidential positions at a 4-year, public university. Unveiling the career
paths of these wives and mothers who befell unto a Presidential position at a 4year, public university validates the existence of various academic roads leading
to the Ivory tower.
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Chapter 5 will provide recommendations through a gendered lens, on how
to keep future women leaders from leaking out of the presidential pipeline.
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CHAPTER FIVE
RECOMMENDATIONS AND CONCLUSIONS

Overview
The number of women in higher education administration is growing
slowly (Berg, 2020) however, the overall percentage of women leading colleges
and universities still remains disproportionately low despite the fact that 59% of
students served by those colleges and universities are women (Webb, 2010,
Teague, 2015). This under-representation of women in senior administrative
roles within American colleges and universities is a missed opportunity for
policies, procedures, and cultures to be equitably influenced by educated women
leaders (Morley, 2012). The purpose of this study was to examine the lives and
intersecting identities of elite women who have achieved a senior administrator
role within higher education using a gendered lens to learn how the cultures and
structures found in higher education either assisted or hindered the careers of
these women.
Currently there is a considerable amount of literature to support the
gender oppression of women in the American workforce, including academia, yet
there is an insignificant amount of literature available that narrates the successes
of the few women who have navigated the labyrinth of academia and served as a
President or Chancellor at a 4-year, public university. This study will help bridge
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this gap in the literature by creating an awareness of the skillsets needed to
manage intersecting identities of women in academia.
A narrative inquiry methodology was used to help gain a perspective of
four women who currently serve in the capacity of a 4-year, public university
President or Chancellor depending on the public university system she
represents. Each participant connected her career path to her personal life in an
interview with the researcher to help document and overcome the
underrepresentation of women phenomenon in higher education.

Recommendations for Educational Leaders
The 4-year, public university systems where the four participants serve,
vary in multiple ways including student enrollment numbers, degrees and/or
certificates offered, the system to which the university/college is connected,
governance and oversight, and the level of national recognition of the
university/college. As a direct result of these many differences, the narratives of
the participants generated a similar volume of recommendations for their campus
communities. Therefore, only the three recommendations that were rendered by
all four of the participants, will be elaborated upon. It is important to note that the
experiences which underpin these recommendations of the four participants
impacted them as women, rather than as based upon their different race or
cultures.
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Increase Diversity Amongst Boards and Committees
In the beginning of Susan’s administrative career in the early 1970’s, she
recalled always being the only woman in the room. Haruka reflected back upon
her days as a student and shared her struggle of not being able to relate to her
professors or counselors because none looked like her; the majority of the faculty
was White and very different from her culturally. Leticia talked about being the
only Latina in her school when she lived in the Northwestern region and again as
an administrator in Public University System III.
This recommendation to increase the diversity of the boards and
committees was aimed at controlling the implicit biases that often generate
policies and decisions, which continue to make leadership a male prerogative in
the corporate, political, military, and academia sectors of America (Eagly & Karau
2002). For example, Webb’s (2010) research, which exposed that as women
began to slowly secure more presidential positions at colleges and universities,
they continued to be underrepresented as presidents of research colleges and
universities, could be countered with a more diverse and forward thinking hiring
committee.
Recognize the Value of External Experience
This recommendation is similar to diversity but is focused on what a senior
administrator will bring to the university or college in way of experience or value
(invisible), rather than the physical (visible) attributes (Ayman & Korabik, 2010).
This recommendation was touched on by Haruka when she described being
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nominated for a position in the Public University System II after having launched
her Senior Administrative career at Public University System I and building
trusting relationships. She struggled with deciding whether or not to transition
between systems because it was rarely done successfully and the recruiter
struggled to share situations of other candidates who had triumphantly
converted. Leticia and Susan both attested to the value of, and recommend that
any woman wanting to advance her Senior Administrative career, should
proactively seek opportunities in different systems.
This recommendation is for Presidents and/or Chancellors to purposely
seek cabinet members from other university systems, to add a richness of
perspective to their organizations. Susan compared her experiences of working
for a Public University to the experiences of working at a Private College and
credits both encounters for helping her grow and advance her career path. She
was able to use what she learned about raising funds at Public University System
II campus at Private College, and what she learned about how women
undergraduates learn and interact at Private College, she applied at Public
University System II to create programs for women.
Recognize Relocation Factors That Impact Women
The four participants of this study, Haruka, Susan, Leticia, and Deborah
were required to relocate their homes and families for promotional opportunities
and/or when they were appointed President or Chancellor of their University or
College. As each President recounted her decision to accept a position that
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required a relocation, each President shared the need to take into consideration
either the impact to their spouse’s employment, or the impact to their children’s
education and well-being. When Susan relocated to assume the Presidential
position of the private college, she felt it was the right time to accept the position
because her husband had already retired so his career would not be impacted. In
addition, her children were adults and therefore they were also not impacted.
Although Leticia talked about having to decide whether or not she wanted to
relocate her children, she had already known that her husband’s career would
not be impacted, which made the relocation possible. Haruka, being of Japanese
culture, not only had to consider the impact to her children, but she spoke of the
anger her father had towards her because he felt she was being disloyal to her
current boss and mentor, by taking a new job.
These narratives of the societal roles and responsibilities that women
carry (Correll, et al. (2007), and ponder whenever an opportunity at a different
location presents itself show the need to help prepare women in senior
administrative roles about relocation possibilities. Educational leaders could
provide more support to women in the senior administrative pipeline that would
help them layout a career plan, which notates when a relocation would be less or
more intrusive to one’s personal life. Leaders are trained to separate and avoid
personal life situations about employees, but as the participants of this study
revealed, after a certain career step, there is no separation of work and home;
professional and personal lives become entangled. The obligation that women
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feel to put their family needs ahead of their own is a result of the many
intersecting identities they possess, and helps to explain why women, “leak” out
of the senior administrative pipeline at a much faster rate than men (Wolfinger, et
al. 2008).

Next Steps for Educational Reform
Several themes for educational reform were identified through the
narrative analysis, and the top two themes will be elaborated upon.
Mentoring Programs
Sherman, et al. (2010) noted mentoring as one of the most important
strategies for increasing the number of women faculty in educational leadership.
It is also clear that the four participants credit formal and informal mentoring
programs as having aided their successful career paths, and those of women
whom were mentored by the participants as well. Having learned the positive
impact a mentor had on the participants, a mentoring program could be applied
to the career development of women in academic administration to help increase
the representation of women administrators in higher education (Scanlon, 1997).
Recognizing Adjunct Faculty
In addition to under-representation, women in higher education endure
disparities related to tenure, rank and wages earned (Morley, 2012). This finding
was also suggested in research done by Mason and Goulden (2004) where
examples of how women in academia are negatively impacted by the rules of
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tenure that favor men as breadwinners. This perception often drives
discriminatory hiring, promoting and salary decisions against mothers (Mason &
Goulden, 2004). One participant in this study had more than 25 years of
experience as an adjunct faculty member, and another participant of this study
had nearly 15 years of experience as an adjunct faculty member. These lengths
of service as adjunct faculty can be associated to the research of Correll, et al.
(2007), which claims mothers in the workforce are viewed as being less
committed to their work than male and female counterparts who are not parents.
More importantly, there may be some future leaders within the adjunct
faculty pool such as Haruka and Deborah. These women would have gone
unnoticed had it not been for their mentors pushing them to take on more, and
challenging them to find a way to harmonize home and work so that they could
advance in their careers. Change in how women are valued in higher education
needs to be seen in action, and extending tenure to strong adjunct faculty who
seem to be “trapped” in the adjunct role is a valid starting point.

Recommendations for Future Research
Senior Administrative Pipeline Leaks
Women make up nearly 60% of college graduates and 45% of all
advanced degrees (Blau & Kahn, 2007), which is important to the future make
up, development and pipeline of faculty, presidents, and senior administrators.
However, even with women earning such high percentages of advanced
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degrees, the number of women in higher education appointed to a senior
administration role continues to be imbalanced (Berg, 2020). Wolfinger, et al.
(2008) noted that the gender gap widens incrementally as roles move higher up
the administrative ladder and responsibilities are increased (Wolfinger, et al.,
2008, Webb, 2010, Teague, 2015, Catalyst 2019), creating the
underrepresentation of women as senior administrators as a result of genderism.
There is an opportunity for future studies to learn where women who have
obtained their terminal degrees in higher education land career wise and
understand when and why they chose to stop pursuing a senior administration
role.
Faculty vs. an Administrative Route to the Ivory Tower
The four serving Presidents who participated in this study took different
career paths to the Ivory Tower. This researcher did not account for this
possibility at the start of the research and therefore, needed to adjust or omit
significant narratives shared by less than 2 participants because the impact was
lost amongst the bigger participant pool. An example includes Leticia’s lack of
tenure because she did not travel the academic road, rather she made her way
to the Ivory Tower via an administrative road. A future study, which compares
Senior Administrative women to others who followed the same career path
(Faculty vs. Management vs. Student Services) may generate different obstacles
and/or different support systems.
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Age at Appointment
The Demographic and Personal Questionnaire completed by the
participants indicated that three of the women Presidents were appointed to the
President/Chancellor role at an average that was nearly 10 years older than the
average age of when men are appointed to the President/Chancellor role. One of
the White women presidents was appointed the Presidential role at a private
university at the early of age of 47, but was still older than the average age of
men Presidents when she was appointed a Chancellor position within the 4-year,
public university system. There is an opportunity to determine if this phenomenon
is related to the ideology that leadership is a male prerogative in higher
education, therefore women must work longer at proving their leadership
capabilities.
Issues of Romance
An astounding 50% of the participants in this study revealed that they
experienced a divorce early in their careers and became single mothers
balancing young children, work, and their post-graduate education. The same
50% of the participants entered into a second marriage well after their higher
education career had ignited, and both second marriages were long-lasting
partnerships. Based on the ages of the participants, they grew up in the decades
when society expected women to marry and raise children. Today, the idea of
women engaging in casual, short-term romantic or sexual relationships is
common and has changed the process of forming intimate relationships (Sassler,
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2010). These simple facts create a need to understand how career driven women
approach relationships at an early age versus how they view relationships at a
more mature age. More specifically, determine how the goals they have for a
relationship have changed now that they have established a career, and what
attributes they now find attractive in a partner compared to when they were
young adults.

Limitations of the Study
Sample Size and Participants
Including women participants who have achieved a Presidential or
Chancellor position limited the possible participants which ultimately limited the
narrative. Had the researcher included women who held key-line positions to a
President or a Chancellor position such as a Provost, Dean or a Vice President,
stronger narratives of gender oppression, lower wages for similar work, and
possibly experiences dealing with a Queen Bee at some point in their careers
might have been yielded.
The researcher also limited the sample size to only four participants with an
expectation that including women from different races and cultures would
produce different experiences and emotions related to implicit biases and
stereotypes. The researcher learned that although one of the participants selfidentified as a particular race and culture, she did not experience that specific
culture because her family relocated away from their people in her early
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childhood years. As a result, only one participant felt she navigated her higher
education career path as a woman of Color and encountered racism, gender
oppression and implicit biases from others.
Class as an Experience
The premise that race, class and gender are interlocking categories which
shape the experiences of any person has been thoroughly researched and
documented. Hence, a constraint to this research was the limited examination of
the culture capital or socioeconomic status of each participant. Although there
were vague references to the childhoods and family statuses of the study
participants, there was insufficient research done to determine the level of impact
their status had on their career progression.
System Limitations
In academia, women are most well-represented at community colleges,
and least represented at doctoral (Sherman, et al., 2010), religious, public, and
land-grant research institutions (Webb, 2010, Turner, et al., 2013). Since this
study was limited to 4-year, public universities, and omitted private, for-profit,
religious, and all 2-year colleges, the candidate pool was limited.
Self-Reported Narratives
The final limitation recognized in this study is the narration of the selfreported narratives by the participants. Relying upon the self-reported narratives
of the participants limits the ability of the researcher to gain additional
perspectives of the described experiences. In this study, the researcher validated
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the subject’s experiences by reviewing the curriculum vitae of each participant,
browsing the campus website for previously recorded interviews, and analyzing
various pictures of the subjects interacting with the campus community.

Conclusions
A result of examining the lives of women who have achieved a senior
administrator role within higher education through a gendered lens, the research
has shown that the two most impactful actions for closing the gap on gender
oppression in academia include obtaining an Ed.D. or Ph.D. and an experienced
mentor who believes in one’s capabilities. The terminal degree is a must for
simply being considered a viable candidate for senior administrative roles
because it carries status. Having the support of an organic mentor was the
commonality amongst the participants. Each described the continuous uplifting,
and that “tap on the shoulder” done by the mentors as having steered them out of
their comfort zone and pressed them to reach for more.
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Demographic and Personal Positioning Questions
Women as Senior Administrators in California’s Public 4-Year Colleges & Universities
1. What is your age group?
a. Under 35
b. 36 – 45
c. 46 – 55
d. 56 – 65
e. 66 or above
f. Prefer not to answer
2. How would you best describe yourself?
a. Asian or Pacific Islander
b. Black or African American
c. Hispanic or Latina
d. Native American or Alaskan Native
e. White or Caucasian
f. Multiracial or Biracial
g. Other (Please specify): _______________________________________
h. Prefer not to answer
3. What is your marital status?
a. Single
b. Married
c. Divorced
d. Separated
e. Widowed
f. In a relationship
g. Prefer not to answer
4. Do you have children?
a. Yes
b. No
c. If yes, did you have them before or after you became a senior administrator?
5. How many times have you relocated in pursuit of your career?
a. 1
b. 2
c. 3
d. 4 or more
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Interview Questions/Prompts
Women as Senior Administrators in California’s Public 4-Year Colleges &
Universities
1. Tell me about your career path – what positions you have held, including your current
position, what motivated you to go on this career path, and how did you get to your
final position?
2. In what ways did your family (parents, partner, children) support your career moves
and decisions? Please tell me some stories about their support or lack thereof.
3. How did your mentors support you (or not) in achieving your career choices and
positions? Please give some example/stories about their support or lack of support
4. How do you support other women moving in their career pathways?
5. Share some stories about how you may have been impacted by your gender or other
workplace stereotypes/biases.
6.

Please think about your child rearing time and how your career may have been
impacted by having children. Please tell some stories about how raising children and
your career path was impacted.

7. Please discuss how you have been active in promoting fair and equal wages and in
what ways have you been supportive of women’s career paths?
8.

How would you like to have your leadership chapter defined relative to your senior
administrative roles?
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January 24, 2021
CSUSB INSTITUTIONAL REVIEW BOARD
Expedited Review
IRB-FY2021-191
Status: Approved
Prof. Sharon Brown-Welty and Prof. Enrique Murillo Jr
Palm Desert Campus, COE - TeacherEduc&Foundtn TEF
California State University, San Bernardino
5500 University Parkway
San Bernardino, California 92407
Dear Prof. Brown-Welty and Prof. Murillo:
Your application to use human subjects, titled “Senior Administrators in Higher Education:
Following the Feminist Road to the Ivory Tower” has been reviewed and reviewed and approved
by the Institutional Review Board (IRB) of CSU, San Bernardino. The CSUSB IRB has not
evaluated your proposal for scientific merit, except to weigh the risk and benefits of the study
except to ensure the protection of human participants. Important Note: This approval notice does
not replace any departmental or additional campus approvals which may be required including
access to CSUSB campus facilities and affiliate campuses due to the COVID-19 pandemic. Visit
the Office of Academic Research website for more information at
https://www.csusb.edu/academic-research.
The study is approved as of January 24, 2021. The study will require an annual administrative
check-in (annual report) on the current status of the study on January 24, 2022. Please use the
renewal form to complete the annual report.
If your study is closed to enrollment, the data has been de-identified, and you're only analyzing
the data - you may close the study by submitting the Closure Application Form through the
Cayuse IRB system. Please note the Cayuse IRB system will notify you when your protocol is
due for renewal. Ensure you file your protocol renewal and continuing review form through the
Cayuse IRB system to keep your protocol current and active unless you have completed your
study. Please note a lapse in your approval may result in your not being able to use the data
collected during the lapse in your approval.
You are required to notify the IRB of the following as mandated by the Office of Human
Research Protections (OHRP) federal regulations 45 CFR 46 and CSUSB IRB policy. The forms
(modification, renewal, unanticipated/adverse event, study closure) are located in the Cayuse
IRB System with instructions provided on the IRB Applications, Forms, and Submission
Webpage. Failure to notify the IRB of the following requirements may result in disciplinary
action.
•

Ensure your CITI Human Subjects Training is kept up-to-date and current throughout the
study.
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•

•
•

Submit a protocol modification (change) if any changes (no matter how minor) are
proposed in your study for review and approval by the IRB before being implementing in
your study.
Notify the IRB within 5 days of any unanticipated or adverse events experienced by
subjects during your research.
Submit a study closure through the Cayuse IRB submission system once your study has
ended.

The CSUSB IRB has not evaluated your proposal for scientific merit, except to weigh the risks
and benefits to the human participants in your IRB application. If you have any questions about
the IRBs decision please contact Michael Gillespie, the IRB Compliance Officer. Mr. Michael
Gillespie can be reached by phone at (909) 537-7588, by fax at (909) 537-7028, or by email at
mgillesp@csusb.edu. Please include your application approval number IRB-FY2021-191 in all
correspondence. Any complaints you receive regarding your research from participants or others
should be directed to Mr. Gillespie.
Best of luck with your research.
Sincerely,
Nicole Dabbs
Nicole Dabbs, Ph.D., IRB Chair
CSUSB Institutional Review Board
ND/MG
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